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Chapter 1
INTRODUCTION
Sound policy making existed in many forms w±thin
government.

One of these forms was the Equal Employment

Policy of local municipal government.

In the County of

Santa Clara the Affirmative Action Program was designed to
implement the County policy for equal employment opportunity
and provision of services to the Spanish-speaking communi~
ties.

This policy was adopted by the Board of Supervisors

as General Personnel Policy 200 on September 7, 1971.
the~more, this policy stated:

Fur-

"That priority attention be

given to analysis of the service needs of minority groups
in the community and to take steps necessary to recruit,
train,~and deploy bilingual, bicultural staff to provide
service equitable to all bicultural members of the community,
with special emphasis toward the Spanish-speaking residents
and other large identifiable groups."

(See Appendix A.)

Minority groups as specified by the U.S. Equal Employment opportunity Commission included:
1.

Spanish surnamed.

2.

Black.

3.

Asian-American.

4.

American Indian.
1

2

5.

Other.

(The category "Other" included Aleuts,

Eskimos, Malayans, Thais, and others not covered by the
specific categories.)
As a direct result of General Personnel Policy 200,
the Affirmative Action program was approved by the Board of
Supervisors at a meeting on October 24, 1972.

The program

provided guidelines for implementation of the Equal Employment Opportunity Action Policy adopted by the Board.

The

purpose of the statement was to mandate that equal employment opportunity be implemented at all levels, all job
categories- of County government.

The County-was required

to present employment data by job category.

There are eight

categories within the,Affirmative Action Plan reporting
system as required by the Equal Employment Opportunity Commission.
1.

Service-Maintenance.

2.

Skilled Craft Workers.

3.

Office and Clerical.

4.

Paraprofessionals.

5.

Protective Service Workers.

6.

Technicians.

7.

Professionals.

8.

Officials and Administrators.

The project director investigated the professional
job category, and referred it to the other divided categories for comparison only._

The Spanish-surnamed minority

3

group was analyzed and focused definitively on the Chicana.
(Please see Definition of Terms.)
Equal opportunity in employment was mandated by :.::~federal, state and local legislation.

For example, Presiden-

tial Executive Order 11246 and Title VII of the Civil Rights
Act of 1964 are equal employment laws.

Equal opportunity in

employment, however, is not free of conflicts.
Some of these conflicts are:
WHY (benefit} is there policy and federal law to
enforce the achievement of equal employment opportunity for
Chicanas?
WHY (detriment) is there a need to employ more
Chicana professionals in Santa Clara Municipal Government?
WHY (conflict), if there is policy and federal law
to enforce tne achievement of equal employment opportunity
for Chicanas, is there a need to employ more Chicana professionals in Santa Clara County?
The project director observed that even though a
conflict was generated, nevertheless equal employment oppor~
tunity was mandated by federal, state and local legislation.
The major purpose of the Affirmative Action Program
was the recognition and removal of existing artificial barriers.

The Aff irrnati ve Action plan was a benefit for :_,_:_::_ ~::"-~=:: s

Chicanas seeking employment and for the County which often
has overlooked the untapped human resources and skills among

•

Chicanas .
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Is the affirmative action policy of the County a
benefit or a detriment in providing equal employment opportunity?

In this report the project director made the

::.:E.;; _.

assumption that,due to a familiarity with Santa Clara County
Personnel Department, there was supporting evidence to
demonstrate that equal employment opportunity was related
to affirmative action policy.
PROBLEM

Statement of the Problem
The problem was to generate a plan to evaluate the
effectiveness of Santa Clara County's Equal Employment
Opportunity ?olicy relative to affirmative action hiring of
Chicana professionals.
The major step in the problem was to design a planning subsystem in the form of a research project consisting
of the following components:
1.

Work breakdown.

2.

Work flow.

3.

Time estimation.

4.

Schedule and resource allocation.

5.

Cost and budget estimation.

Purpose of the Project
The purpose of the project was to develop a planning
subsystem for equal employment opportunity policy in County
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government.

The major purpose was to generate a plan to

measure the degree of equal employment opportunity projected
in the County's five year Affirmative Action Plan relative to
the hiring of Chicana professionals.

In this project Cook's

project Management Model was used to prepare the planning
subsystem for the project.

(See Appendix B)

Importance of the Project
The project assessed the degree of equal employment
for Chicana professionals in local County government in order
to discover whether or not more Chicanas were hired in the,
professional job category as a result of the Affirmative
Action Plan.

Furthermore, the project provided a better

comprehension of affirmative action as it applied to one
ethnic group, Chicano, one gender within~the category,
Chicana, and one job category, the professional.

The pro-

ject was based on the conditional hypothesis:
If research demonstrates that equal employment opportunity is significant (observable and measureable) in determining affirmative action policy for employing more Chicana
professionals, then it can be assumed that there were no
irregularities or deviations from policy.

As a resuit of the

study, measureable and observable factors, however, demonstrated a lack of Chicana professionals hired in Santa Clara
Municipal government, then it is to be assumed that there
were irregularities and deviations from the Affirmative
Action Policy.

6

Delimitation of the Project
The project was conducted at Santa Clara County
Personnel Department during the spring academic semester of
1975...:76, and was concerned with equal employment opportunity
and the five-year Affirmative Action Plan.

The responsi-

bility of carrying out an effective Plan was dependent upon:
1.

A Division Head shall report to the County

Personnel Director, or Director of the County's Equal Employment Opportunity Program.
2.

Sufficient staff shall carry out the provisions

of the Plan.
a.

Administrative Analyst to conduct evaluation

and statistical data.
b.

Administrative Analyst to conduct external

field recruitment.
c.

Administrative Analyst to conduct internal

recruitment.
3.

Personnel Director shall provide the program full

administrative support, and where necessary or requested,
shall intervene to resolve any problem between the Affirmative Action Officer and management.
4.

County Executive shall assure that each depart-

ment has complied with the County's Equal Employment Opportunity Program.
5.

Department Directors shall ensure that management .

and staff within their departments fully support the EEO Program.

7

6.

Affirmative Action Council shall be established

to evaluate and monitor all phases of the County's Affirmative Action Program.

In this capacity, the Council shall

be advisory to the Affirmative Action Officer.
In this project the Affirmative Action Officer and
two Administrative Analysts were interviewed to obtain:
1.

Information concerning the key issues, equal

employment opportunity and affirmative action,
2.

Information concerning other individuals in-

volved in local County equal employment opportunity,
3~

Information concerning Chicana professionals

hired within the local municipal government.
DEFINITION OF TERMS
Affirmative Action Plan (Policy)
The term Affirmative Action Plan denoted all the
various methods, all the steps, including the means by which
equal employment opportunity was to be achieved.

In general,

the courts have ordered Action to benefit those who have
suffered discrimination in employment ~pportunity.
The County of Santa Clara's'Affirmative Action Program
was designed to implement the County policy for equal employment and the provision of services to the minority communities.
There were two major affirmative action goals of Santa Clara
County which were directly related to this project:
1.

To establish and maintain an agency-wide employ-

ment level which is ethnically and racially balanced including

8

both men and women, proportional to the ethnic and racial
work force within the County of Santa Clara.

The goal of

parity employment shall be achieved no later than June 30,
1977.
2.

To assure that ethnic and racial balance, in-

cluding both men and women, exists throughout all occupational areas.

In this manner, affirmative action denoted:

a.

Goals must be set.

b.

The available labor force is to be analyzed.

c.

The skill level of positions to be filled

must be analyzed.
d.

A time period must be established for attain-

ment of goal.
e.

Goals must be observab1e~and measureable.

Artificial Barriers
The term artificial barriers as used in this project,
denoted any employment practices and/or policies where the
barriers are used to discriminate on the basis of race, sex,
age or religious beliefs.

Artificial barriers may be in-

cluded in the following areas:

1.

Recruitment.

2.

Selection.

3.

Placement.

4.

Testing.

5.

Promotion.

9

Affirmative action requires that these barriers be
replaced with new practices that provide opportunity for employment on an equal basis.

For example¥ artificial barriers

applied to Chicanas were height and weight qualifications for
the position of Deputy Sheriff i~ Santa Clara County.

The

requirements were "must be a minimum of 5'7 11 in stocking
feet, and weigh no less than 145 pounds 11

•

Due to a class

_

action suit and two years of litigation, this artificial
barrier has been removed.
Chicano(a)
The term Chicano(a) denoted a racial group of Mexican
heritage which was the largest minority group in the County
of Santa Clara and the second largest minority group in the
Country.

The term Chicano is a "truncated form of Mexicano,

today with overtones of ethnic nationalism and activism".l
For affirmative action purposes this group was called Spanishsurnamed.

The Chicano represented the la:r~st percentage of

\

Spanish-surnamed; for the purpose of this project, the term
Chicano was used.
Chicano.

The term Chicana was the female,gender of

For purposes of this report, reference was made to

Chicana.

lMatt s. Meir, and Feliciano Riveria, The Chicano,
(New York: Hill and Wang, 1972), p. vii.

•
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Employment Discrimination
The term Employment Discrimination denoted any employment practice or policy which has a "disparate effect" on a
protected class (minority grou~) or perpetuated the effect
of prior discriminatory practices.

Whether i t be intentional

or non-intentional, the burden of proof is incumbent upon the
employer to demons~rate that inadequate numbers of Chicana
professionals is not the result of employment discrimination.
Equal Employment Opportunity
The term Equal Employment Opportunity denoted the
right of all persons to advance on the basis of individual
merit, and ability and potential regardless of race, religion,
sex or national origin.
Job Category
The term Job Category denoted employment data method
for reporting affirmative action statistics.

To simplify

and standardize the method of recording, Santa Clara County
utilized eight official job categories:

-

1.

Service-Maintenance.

2.

Skilled Craft Workers.

3.

Office and Clerical.

4.

Paraprogessionals.

5.

Protective Services Workers.

6.

Technicians.

7.

Professionals.

8.

Officials and Administrators.

11

•

For the purpose of the project only the job category professional was analyzed.
Minority Group
The term Minority Group denoted the protected classes
designated by the Equal Employment Opportunity Commission:
1.

Spanish-surnamed.

2.

Black.

3.

Asian-American.

4.

American Indian.

5.

Other.

For the purpose of this project the minority group analyzed
was Spanish-surnamed, herein termed Chicano.
Personnel Policy 200
The term Personnel Policy 200 denoted the Santa Clara
County Board of Supervisors Equal Opportunity Affirmative
Action Policy adopted on September 7, 1971.

This policy re-

affirmed the Board's policy of providing equal employment
opportunity at all levels of County government regardless
of race, religion, sex or national origin.

(See Appendix A

p.~,102).

, Planning Subsystem
The term Planning Subsystem denoted one of the component parts of Cook's Model system for planning and

12
controlling of projects. 2

The planning component provided

the data and information base to be used by project management in the development of a control system for project
management.

Moreover , in its operational framework the

planning subsystem consisted of the following components or
subsystem functions:
1.

Project definition.

2.

Work flow.

3.

Time estimation.

4.

Scheduling and resource allocation.

5.

Cost and budget estimation.

In this project the terms planning subsystem, planning
system and plan were used interchangeably.
Professional
The term Professional denoted occupations requiring
either college graduation or experience of such kind and
amount as to provide a comparable background which included
social workers, probation officers, accountants, auditors,
lawyers, librarians, scientists, professional nurses,
personnel and labor relations workers and teachers.
Spanish Surnamed
The term Spanish Surnamed denoted, for purposes of this
project, all persons of Mexican, Puerto Rican, Cuban,

2 Desmond L. Cook, Educational Project Management,
(Columbus, Ohio: Charles E. Merrill Publishing Company, 1971),
p. 188.
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Latin-American or Spanish descent.

In County Personnel a

recording system of Spanish surnamed is maintained by selfidentification which is part of the appl i cation process.
Title VII
The term Title VII is a section of the Civil Rights
Act of 1964.

Title VII prohibits discrimination because of

race, color, religion, sex or national origin in all employment practices.

The U.S. Equal Employment Opportunity

Commission was created to administer Title VII and to assure
equal treatment for all in employment.
ANALYTICAL DEFINITIONS
The following functional definitions were used to
symbolize the relationship between function of equal employment opportunity.
Analytical Statement
The function of Affirmative Action Plan is related to
the function of equal employment opportunity.

1.

2.

Translation of analytical statements into symbols:
a.

Affirmative Action Plan

=

AAP

b.

Function

=

f

c.

Related

=

R

d.

Equal Employment Opportunity

=

EEO

Analytical formula:
AAPf R EEOf or f (AAP) R f(EEO)
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Analytical Statement
The function of elimination of artificial barriers
in employment is related to the function of equal employment
opportunity.
1.

2.

Translation of analytical statement into symbols:
a.

Artificial barriers in employment

= ABE

b.

Function

= f

c.

Related

= R

d.

Equal Employment Opportunity

= EEO

Analytical formula
ABE£ R EEO£ or f(ABE) R f(EEO)

Analytical Statement
The function of federal, state and local laws enforcing the abolishment of employment discrimination is ~s
related to the function of equal employment opportunity.
1.

Translation of analytical statement into symbols:
a.

Enforcement of Laws to Abolish

discrimination

2.

=

ELAD

b.

Functiori

- f

c.

Related

=

R

d.

Equal Employment Opportunity·

=

EEO

Analytical formula
ELADf R EEO£ or f(ELAD) R f(EEO)
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Analytical Statement
The function of recruitment of Chicana professionals
is related to the function of equal employment opportunity.
1.

2.

Translation of analytical statement into symbols:,
a.

Recruitment of Chicana Professionals

=:.:'RCP

b.

Function

=

f

c.

Related

=

R

d.

Equal Employment Opportunity

= EEO

Analytical formula:
RCPf R EEOf or f(RCP) R (EEO)
RESEARCH QUESTIONS

•

From the analytical statements, the following research questions were formulated:
1.

What is the relationship between the relevancy

of an affirmative action plan and the degree of equal employment opportunity the affirmative action plan has on policy
recommendations to be accepted or rejected by the Board of
Supervisors?
2.

What is the relationship between the elimination

of artificial barriers in employment and the degree of equal
employment opportunity the elimination of artificial barriers
has on policy recommendations to be accepted or rejected by
the Board of Supervisors?
3.

What is the relationship between the federal,

state and local laws enforcing the abolishment of employment

16
discrimination and the degree of equal employment opportunity
the federal¥ state and local laws have on policy "recommendations to be accepted or rejected by the Bo~rd of Supervisors?
4.

What is the relationship between the recruitment

of Chicana professionals and the degree of equal employment
opportunity the recruitment of Chicana professionals has on
policy to be accepted or rejected by the Board of Supervisors?
HYPOTHESIS
From the research questions the following qualitative
hypotheses were formulated:
1.

There is a functional relationship between

affirmative action plan and the degree of equal employment
opportunity the affirmative action plan has on policy
recommendations.
2.

There is a functional relationship between the

elimination of artificial barriers in employment and the
degree of equal employment opportunity the elimination of
artificial barriers in employment has on policy recommendations.
3.

There is a functional relationship between federal,

state and local laws enforcing the abolishment of employment
'

discrimination and the degree of equal employment opportunity
that federal, state and local laws enforcing the abolishment
of employment discrimination have on policy recommendation.
4.

There is a functional relationship between the

recruitment of Chicana professionals and the degree of equal

17
employment opportunity the recruitment of Chicana professionals
has on policy recommendations.

Chapter 2
REVIEW OF LITERATURE
The concept of affirmative action, which was nonexistent until the late nineteen sixties, was well equated
with equal employment opportunity.

Now, at least six years

later, affirmative action in concept and/or policy is
practiced in governmental levels of the public sector.
Affirmative action is an action plan requiring goals and
objectives and a given strategy.

The methods used toward

achieving affirmative action may vary from municipality to
'
municipality; however, the final goal
is always the same,

the achievement of equal employment opportunity.
In reviewing literature the following four topics
· were:
1.

Artificial barriers toward employment.

2.

Equal employment opportunity and the law.

3.

Affirmative action.

4.

Status of Spanish-speaking/surnamed employees

in civil service.
Artificial Barriers Toward Employment
The term "merit employment," in essence, according
to Pa~l Bullock, referred to the hiring, promotion, and
general treatment of workers in accordance with individual
job-related qualifications.

The intent of the policy, how-

ever, was to eliminate discrimination against employees or

18
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job applicants on the basis of race, religion, or other
factors, such as age, sex or national origin unrelated to
their knowledge and skill on the job. 3

Artificial barriers

toward employment were attributed to se~eral factors.
According to Richard E. Larson, Staff attorney for the
National Employment Law Project, one major cause was overcredentialization, "--- the imposition of artificial and
stringent job requirements which were not related to a
person's ability to perform the job. 114

For example, a govern-

ment survey reported that for an entry level office worker,
ninety-four percent of those government required high school
education, eighty-four percent used written qualificiations
tests, and sixty-six percent inquired about applicants arrest
and conviction records.

For unskilled workers, twenty-two

percent of those governments required high school graduation,
thirty-five percent used written qualifying tests, ?nd
seventy-four percent inquired into applicants arrest and
conviction records.5

3Paul Bullock, Merit Employment, (Los Angeles: Institute of Industrial Relations, University of California, Copyright by the Regents of the University of California, 1960).
4 Richard E. Larson, "Employment Discrimination in
State and Local Governments," Clearinghouse Review, (June
1973), Volume 7, Number 2.
5 Rutstein, "Survey of Current Personnel Systems in
State and Local Government," 87 Govd. Gov't 1, 6 (1971).
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Philip Blair outlined in a case study of MexicanAmericans in Santa Clara County, California, the following
discrimination categories:
Part A
1.

Reduced access to schooling.

2.

Less mobility within the educational process.

3.

Reduced efficiency of educational process in

producing marketable skills.
Part B
1.

Discrimination based on less chance for minority

persons to benefit in employment market even when person
characteristics equal to those of majority persons.
2.

Reduced access to employment.

3.

Complete exclusion from industry, occupation,

or job, given demand for labor. 6
In Griggs v. Duke Power Co., decided on March 8,
1971, a unanimous United States Supreme Court held that a
private employer's use of written test and of a high school
degree requirement was racially discriminatory and unlawful
under Title VII of the Civil Rights Act of 1964.

In this

case, Griggs v. Duke Power, the Supreme Court had demonstrated that if there was a strong probability that some part

6Philip M. Blair, Job Discrimination and Education:
An Investment Analysis, A Case-Study of Mexican-Americans
in Santa Clara County, California, (New York, N.Y.: Praeger
Publishers, 1972), P. 36.
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of an employment process is discriminatory, an employer must
change the system or be subject to legal action.

The changes

required were summarized by the Supreme Court:
"What is required---is the removal of artificial,
arbitrary and unnecessary barriers to employment when the
barriers operate individually to discriminate on the bases
of racial or other nonpermissible classifications. 117
It is stated in the Griggs v. Duke Power case that the
"artificial, arbitrary and unnecessary barriers, identified
by the Supreme Court and by many other federal courts, include practices and policies of recruitment, selection, placement, testing, systems of transfer, promotion, seniority,
lines of progression, and many other basic terms and conditions of employment.

On March 8, 1972, Chief Justice Burger

of the Supreme Court of the United States, declared in the
Griggs v. Duke Power Co. case:
We granted the writ in this case to resolve the
question whether an employer is prohibited by the Civil
Rights Act of 1964, Title VII, from requiring a high
school education or passing of a standardized general
intelligence test as a condition of employment in or
transfer to jobs when,
(a)
Neither standard is shown to be significantly
related to successful job performance,
(b) Both requirements operate to disqualify Negroes
at a substantially higher rate than White employees, and
(c) The jobs in question for~erly had been filled
only by White employees as part 8of a longstanding,_ practice
of giving preference to Whites.

7 Griggs v. Duke Power Co., Supra at. p. 431.
8 Griggs v. Duke Power Co., Supra at. p. 431.
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According to Irving Kator, "Griggs did not signal an
end to testing nor did it suggest an end to the search for
quality.

As the Supreme Court put it: Congress has not

commanded that the less qualified be preferred over the better
qualified--far from disparaging job qualifications as such,
Congress has made such qualifications the controlling factor,
so that race, religion, nationality, and sex become irrelevant.119
In another decision, in Carter v. Gallagher, on March
9, 1971, the district court for the District of Minnesota
held that a public employer's use of written test, of a high
school degree requirement, or arrest and convictions record
questions, and of age limitation was racially discriminatory
and unlawful under the fourteenth amendment to the United
States Constitution. 10
In Castro v. Beecher, the court upheld the use of
a high school diploma or it's equivalency as a selection requirement for patrolman upon a finding that the requirement
was in fact job related and that the requirement was adopted
in the light of a meaningful study of the requirements relationship to job performance ability. 11

9 Irving Kator, "The Federal Merit System and Equal
Employment Opportunity," U.S. Civil Service Commission, 1974.
10 3cc Employment Practices Decisions, 8205 (D. Minn.)
aff'd in part, rev'd in part, 452 f, 2e 215 (8th Cir. 1971).
11 Castro v. Beecher,
459 F 2d 725 (1st Cir. 1972 ) •
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A contrary result was reached in Holliman v. Price
where the Flint Police Department had required that applicants possess sixty semester units of college credit.

The

findings of the court were that the two-year college requirement.was artificial and unlawful. 12
In the case of Western Addition Community Organization v. Alioto, the Northern California District court
ordered the defendents, the officials of the City of San
Francisco, to establish the validity of "Fireman Class H2
Civil Service Exam, 11 a test placing primary emphasis on
mathematics, verbal skills and reading comprehension.

It

was ruled by the court that "the burden shifts to the public
agency to justify the use of such qenera-ir·z-ed hiring tests by
showing some rational connection between the quality ,tested
by the written examination and the actual job to be performed. 1113

..
As reported by Stanley Vanagunas, in his article on
police testing, bf the 1183 potential applicants who took the
1968' written examination for Fireman, 101 were Black and 69
were Mexican-Americans.

A total of 662 applicants passed

the examination; twelve were Black and twenty-four were
Mexican-American. 14

12 Holliman v. Price, Civ. No. 575 (E.D. Mich. 1973).
13weste~n Addition Community Organization v. Alioto,
330 F. Supp. 530 (1972).
14 stanley Vanagunas, "Police Entry Testing and
Minority Employment: Implication of a Supreme Court Decision,"
Civil Rights Compliance, 1973.
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In a recent article by Randy Hamilton, Executive
Director for the Institute for Local Self Government, the
author states that "one thing that excludes most minority
young people from entrance level employment (and that's where
the pay-off is for all of us) is that colon that immediately
precedes the words high school graduation or G.E.D. equivalent, on our job announcements."

Randy Hamilton stated that

"it's time we examined our Civil Service practice and picked
out the lint that has been accumulating there for years."
For example, does an animal control officer (California
jazz for dog catcher) really need to be a high school
graduate in cities where the unemployment rate for minority
youth runs sixteen to twenty percent?
1.

Or, do we need a person who can drive a truck,

2.

Tell time,

3.

Write a simple report,

4.

Have some physical agility ,

5.

Know the streets of the city,

6.

Emphathize with angry citizens,

7.

And maybe, just maybe, love animals?

None of these job related performance requirements have a
thing to do with being a high school graduate. 15
In Santa Clara County, California, a lawsuit was
filed in Federal District Court on March of 1973 by the

lSRandy Hamilton, "Changing the System to Accommodate
the Diversities: How to do it," Institute of local self
government, Berkeley, California 1975.
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Chicano Employment Committee challenging the hiring process
used by the County for deputy sheriff.

On May 7, 1974, terms

and conditions of the settlement agreement were approved by
Judge Spencer Williams.

The ruling of the court was:

11 --- it is hereby ordered that no less thap thirty

of the sixty deputy sheriffs to be hired pursuant to this
order shall be individuals certified as bilingual in both the
English and Spanish languages---.

It is the further order of

the court that if any of the sixty individuals hired pursuant
to this order shall either leave or lose employment with the
Sher'iff Off ice during the period of one year from the· date of
hire·, the vacancy so created shall be filled with another
eligible so as to maintain for at least one year the agreed
thirty bilinguals, pursuant to the procedures set forth. 1116
Equal Employment Opportunity and the Law
According to the Equal Employment Opportunity Act of
1972, all personnel actions affecting employees or application
for employment (in the federal government) shall be made free
from any discrimination based on race, color, religion, sex or
national origin. 17

16 Richard Cortez, Margarito Gonzalez, and Chicano
Employment Committee v. Santa Clara County, et. al.).

17 Public Law 92-261, Equal Opportunity Act of 1972.
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Equal employment opportunity was law mandated by
Congress to achieve equality of employment opportunities and
to remove barriers that have operated in the past to favor.
some groups of employees over others.
Laws and Orders Requiring Equal Employment Opportunity and
Affirmative Action
1.

Title VII of the Civil Rights Act of 1964 (as

amended by the Equal Employment Opportunity Act of 1972) prohibited discrimination because of race, color, religious, sex
or national origin, in any term, condition or privilege of
employment.

The Equal Employment Opportunity Act of 1972

greatly strengthened the powers and expanded the jurisdiction
of the Equal Employment Opportunity Commission (EEOC) in enforcement of this law.
As amended Title VII now covers:
a.

All private employers of fifteen or more

persons.
b.

All educational institutions, public and

private.
c.

State and local governments.

d.

Public and private agencies.
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e.

Labor unions with fifteen or more members.

f.

Joint labor-management committees for

apprenticeship and training. 18
2.

Executive Order 11245 (as amended by Executive

Order 11375).
This order issued by the President on 1965, required
affirmative action programs by all federal contractors and
\

subcontractors and required that firms with contracts over
$50,000.00 and fifty or more employees develop and implement
written pr()gr:a~;:,which are monitored by an assigned federal
compliance agency. 19
E. Richard Larson, staff attorney for the National
Employment Law Project, states that Title VII's 1972 amendments were of vast significance to public employees.

Larson

gave the following reasons:
1.

The EEOC's' investigatory powers and consequent

conciliation powers were more directly applicable to state
and local government employees.

18 Affirmative Action and Equal Employment, Equal
Employment Opportunity Commission, Washington D.C.¥ (January
1974), Volume 1, p. 12.
19rbid.
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2.

The EEOC, or the Attorney General, was empowered

to file Federal Court actions against public employees for
alleged discriminatory hiring practices.
3.

In private actions brought against public em-

ployees under Title VII, the Federal Courts are specifically
authorized by statute to order "such affirmative action as may
be appropriate" including two years of back pay, and to order
an award of attorney's fees and costs to the prevailing
party. 2 0
4.

The regulations promulgated by the EEOC are now

directly applicable to public employers.

The reporting and

'

record keeping regulations required that employers keep
records concerning their employees, and that they report
this information to the EEOC, and that the records kept by
the employers identify the racial identity of each employee. 21 '
Affirmative Action
According to the California Fair Employment Practice
Act, affirmative action means any educational activity for
the purpose of securing greater employment opportunities for
members of racial, religious, or nationality groups and any

20 42 u.s.c. & 2000e-S (g) as amended, Equal Employment Opportunity Act of 1972, pub. L. No. 92-261 (Mar. 24,
1972), 86 Stat. 103.
21 Affirmative Action and Equal Employment, op .• cit.
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promotional activity designed to secure greater employment
opportunities for the members of such groups on a voluntary
basis. 22
Affirmative action "means going beyond the limited
effort to stop negative, obviously disc~iminatory practices-."
According to Paul Bullock, "It requires actively seeking to
open up new opportunities to overcome obstacles to adequate
training and recruitment.

It means to revamp personnel

practices that inpibit instead of encourage the advancement
of minority employees.

It calls for positive effort on the

part of employers to help qualify minority employees for equal
employment in the meaningful ways in which employers have for
past years, obtained, trained, and upgraded their majority
force. 1123
Dan Campos, the Affirmative Action Officer for the
City of San Jose stated that uEqual Opportunity, or otherwise known as Affirmative Action, is a program that is not
without controversy; therefore, it is essential that employees
unde'rstand that Affirmative action is an asset and not a
detriment to the successful operation of city government. 1124

22 california.Fair Employment Practice Act, Chapter
131, part 4.5, Division 2, Labor Code.
23 Paul Bullock, Equal Opportunity in Employment,
Angeles: Institute of Industrial Relations), 1974.

(LQs

24 Daniel Campos, Affirmative Action: Concepts, Information, Questions, Answers, (May 1971), San Jose, -cc .. :_~=
California.
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In the Affirmative Action Report of 1973 issued by
the-City Manager's Office, 1 City of San Jose$ it is stated
that there are three basic reasons why an affirmative action
plan should be in effect;
1.

It is morally right to provide for equitable

representation of all ethnic groups in the City's work force.
2.

Effective utilization of available manpower re-

sources makes good business sens·e.
3.

It's the law¥ Title VII of the Civil Rights Act

of 1964 and the Equal Employment Opportunity Act of 1972
mandate affirmative action. 25
In a handbook on Affirmative Action and Equal Opportunity, issued by the U.S. Equal Employment Opportunity
Commission, it is stated that "the most important measure
of an affirmative action program is it's results. 11 26

This

hand.book is a guide to affirmative action for employers.

It

basically stated that the policy statements on affirmative
action are meaningless unless the end product will be
measureable,, yearly improvements in hiring, training and
promotion of minorities and females in all part of the
organization.
In the March 1974 issue of the Harvard Business
Review an article on "Affirmative Action and guilt-edged

2 Snaniel Campos, op. cit.,;p. 3e
2 6Affirmative Action and Equal Employment, op. cit.,
p. 3.
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goals," it is stated that "affirmative action programs should
be quantified and subjected to hard-nosed

management analysis."

The phrase equal employment opportunity should be defined in
terms of the current management mix.

In many businesses, it

takes twenty-five years or more to train a senior-level
manager.

If a company is committed to hiring and promotion

policies that will eventually produce parity in the management mix, management cannot be chastised for the dearth of
women and minorities in the top slots now."
The truth is that women and minorities, as a group,
have not had access to real management succession opportunities in the past. The White male composition of the
management mix in most organizations today provide ample
evidence of such discrimination. This imbalance can,
however, only be redressed by changing hiring, promotion,
and retirement policies. The impact of such changes on
the management mix takes time, a long time in the typical
company.27
In a controversial new book, Affirmative Discrimination; Ethnic Inequality and Public Policy, Nathan Glazer,
a Harvard Professor, offered one view of what happened to
those assurances.

In the area of jobs, Glazer said: "Federal

Civil-rights enforcement agencies--and the courts--are engaged in a process of requiring all the major employing
institutions in the country to employ minorities in rough
proportion to their presence in the population."

Further-

more, Glazer opined that many persons have been reluctant

27 Neil C. Churchill, and John K. Shank, "Affirmative
Action and Guilt-Edged Goals," Harvard Business Review,
(May/April 1976), Volume 54 No. 2, pp. 111-116.
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to complain publicly about the reverse discrimination issue.
Now that suits are being filed in increasing numbers the
issue is now opened.

The over-all objections by critics is

that reverse discrimination involved preferential treatment.
Now retired Supreme Court Justice William O. Douglas said he
could not tolerate preferences based on one's membership in
a group.

"A White is entitled to no advantage by reason of

that fact; nor is he subject to any disability.

Whatever

his race, he has a constitutional right to be considered on
his individual merits. 1128
The controversy over reverse discrimination can be
traced to the use of affirmative action programs which required steps to eliminate discrimination.

In reality,

opponents of affirmative action see goals as representing
rigid quotas, which they described as being discriminatory
to White and male employees.
hard economic times.

"The early 1970's also brought

Hard times meant lay-offs, and

affirmative action meant that White males for the first time
saw jobs that they viewed as rightfully theirs taken by
women and minorities who were protected from payroll reductions.1129

2811 Reverse Discrimination," U.S. News,
1976), Volume LXXX No. 13 p. 26.
2911 Reverse Discrimination," Ibid.

(March 29.,
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In the San Jose Mercury News, March 14,- 1976, there
was an article entitled "Reverse Discrimination Issue
Lingering On."

The reporter, Paul Clancy stated that:

Marco De Funis was an excellent student in college
and scored high enough on the University of Washington
Law School exam to be admitted to the college. Although
he did better in the test than many others who were
accepted by the school, De Funis was rejected. He got
himself a lawyer and went to court, charging that he was
a victim of reverse discrimination. When the lower
courts agreed and the case was appealed to the United
States Supreme Court, the name De Funis seemed destined
to be associated with a ruling on inverse discrimination.
But in the spring of 1974 the court decided to avoid
the issue. It is said that since De Funis was about to
graduate anyway--he admitted under issue by former
Justice William O. Douglas pending review by the full
court--the question was moot.30
In the Sunday issue of the San Jose Mercury News
there was an article entitled, "He charges San Jose hiring
bias."

According to the article:

A White Monterey fireman who wants to work for the
City of San Jose has filed a law-suit charging he was
passed over in favor of less qualified Spanish-surnamed
persons. George Lucchesi, twenty-five, said in his
inverse discrimination suit filed in U.S. District Court
he took the qualifying test for firefighter in November
of 1974. His score earned him fiftieth place on the
hiring list then and subsequent hiring has moved him to
nineteenth place. Meanwhile, the City had hired Spanishsurnamed persons who scored lower on the test than he
did. Lucchesi maintained that- _he had been denied employment on the basis of his race and national origin.
It is the intent of the City to hire fifty percent
·"··:___·mino.rities, hi.s ':.suit :cont~nds,. and:::he'.::stated :;that tfie~--hiring policy violates civil service rul~s.31

3011 Reverse Discrimination," San Jose Mercury News,
(March 14, 1976), San Jose, California.
News,

31 11 He Charges S.J. Hiring Bias," San Jose Mercury
(March 21, 1976), San Jose, California.
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Status of Spanish-Speaking/Surnamed in Civil Service
The Spanish-speaking/surnamed represent the largest
minority group in California comprising sixteen percent of
the total population, thirteen (13.7) percent of the labor
force, and five (5.3) percent of State Civil Service.

The

State Personnel Board issued a report in December of 1975 on
the status of Spanish-speaking/surnamed employees in California State Civil Service.

In a specific report, it is

stated that "there are 107,745 full time state employees in
the California State Civil Service system , of these 5,723
five (5.3) percent are Chicano employees based on a
September 30, 1974 statistical report.

While most recent

data indicated a gain from five (5.3) percent to five (5.6)
percent during the twelve month period ending September 30,
1975, Chicanos continued to be underrepresented in state
service when compared to their thirteen (13.7) percent
representation of the labor force. 1132
Whenever reference is made to the proper identification of the Spanish-speaking/surnamed it must be
noted that a unique problem exists in that there are
many persons with Spanish surnames who are not of Latin
background.
In addition there are many ethnic minority
persons with surnames not commonly understood as Spanish.
A new self-identification process on state applications
will help with this problem. The data contained in the
California State Personnel Board report identifies three
major problem areas in regard to Spanish-speaking/surnamed
in state service:

3211 special Report o n the Status of Spanish-speaking/
Surnamed Employees in California State Civil Service," State
of California State Personnel Board, (1975), Sacramento,
California.
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1. Serious underrepresentation of Spanish-speaking/
.surnamed persons in state service.
2. Unequal distribution of Spanish-speaking/surnamed
among specific state departments.
3. Lower salaries of Spanish-speaking/surname~ by
occupational areas in comparison to other state em~:=-ployees.33
"The Spanish-speaking/surnamed are underrepresented
in California civil service, as they make up thirte,en (13. 7)
percent of the California labor force, yet only five {5.3)
percent of full time civil service employees.

The State

would need to employ an additional 9,051 Spanish/speaking/
surnamed to achieve equal numerical representation with the
civilian labor force. 1134
The analysis of occupational groups demonstrates that
the Spanish-speaking/surnamed are employed in the lower status
occupations at relatively lower than their proportionate
numbers.

(See Appendix E)
On the local level the County of Santa Clara's

quarterly affirmative action report of April 16, 1976 to
the Board of Supervisors gives a report on the employment
of minorities.

"In terms of numbers and percentages,

minorities have attained parity in the over-all workforce~
{0.9% in the County v. 20.ai in the area workforce)

-

It must

be noted that Spanish-surnamed and "other minorities," how-

33 Ibid., p. 2

3411 The Status of Spanish-speaking/surnamed employees
in California State Civil Service," op. cit. p. 14.

36
ever, continue to be underrepresented.

Spanish-surnamed

persons are significantly underrepresented in the over-all
County workforce.

Spanish-surnamed are also underrepresented

in five of the eight EEOC job categori_es.

( See Appendix F ).

On the federal level¥ a report on "minority group
employment in the federal government," prepared by the U.S.
Civil Service Commission it is stated that "Spanish-surnamed
Americans registered the largest gain of any of the minority
groups surveyed, with a net increase of 1,571 jobs during
the one year period ending May 31, 1971.
federal employees now total 75,539.

Spanish-surnamed

The percen~age of total

federal jobs held by Spanish-surnamed employees was two
(2.9) percent. 35

SUMMARY
There existed a large number of methodologies that
could be utilized in the investigation of the public policy
formulation of affirmative action.

In focusing upon this

project, the project director did complete the review of
literature in four areas relative to affirmative action
policy.

The four central topics were guidelines issued to

facilitate compliance with Equal Employment Opportunity.
The apparent differences and similarities of Title VII and

3 S 11 Minority Group Employment in the Federal Government,111 U.S. Civil Service Commission, Washington, D.C. (May
31, 1971), p. 5.
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the Presidential Order 11246 were noted.

The sources pro-

vided in the review of literature demonstrated that the
guidelines differ in that:
1.

Title VII emphasizes its mandates for equal em-

ployment opportunity based on qualifications for a job, and
then goes on to state that when an employer is found by a
court to be discriminating against members of a protected
class, a court may take affirmative action to _ relieve the
situation.
2.

On the other hand, Executive Order 11246 speaks

first of affirmative action, making it the employer's ::
responsibility and the focus of the order.
Briefly, on the other hand, the similarities between
Title VII and the EO 11246 are:
1.

The mandate of each that employment practices be

job related.
2.

The statements of each that the acceptable means

of demonstrating job relatedness is validation of { the ex-:-::.:___ _
amination process.
In addition to reviewing the key laws relative to
equal employment opportunity, decisions of various court cases
were provided in order to demonstrate'local as well as
national and federal mandates.

This interpretation and re-

finement of these and other guidelines demonstrated that
equal employment opportunity is carried through the judicial
system.
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For the purposes of obtaining sufficient data for
comparison, source material was provided on the federal,
state and local municipal government level relative to
affirmative action policy directed toward the employment
of Chicanos.

Chapter 3
PLANNING THE PROJECT
In Chc1pter:1, the problem was stated and the hypotheses were formulated.

Chapter 2 outlined four topic

areas for the review of literature.

In Chapter 3 the pro-

ject management model outlined by Desmond Cook in Educational
Project Management was employed to develop a planning subsystem for conducting the research project. 36
Project Model
The major steps used to develop the plannipg subsystem included the following component parts:
1.

Project definition or work breakdown structure.

2.

Project work plan with graphical representation

procedures.
3.

Project time frame for work tasks.

4.

Project schedule and resource allocation plan

activities.
5.

Project cost estimation and budget preparation

for proposed work.

36 cook, Desmond L., Educational Project Management,
Charles E. Merrill Publishing Company, Columbus, Ohio, 1971.
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The planning subsystem served to develop the project- .
data/information base needed to implement the project plan
in the operational phase of the project.
i

Methods and Procedures Used in Selecting the Variables
In this project, the attempt was to employ four
variables to identify the dimensions of affirmative action
policy within Santa Clara County.

These variables consisted

of (1) artificial barriers toward employment,
ployment opportunity and the law,

(2) equal em-

(3) affirmative ftction,

(4) status of Spanish-speaking/surnamed employees in civil
service.
Once these variables were established in the planning
subsystem, their level of influence could then be assessed by
project management in a control subsystem.
Moreover, a criterion was used to select the
variables in this project.

The selection of these variables

was based on (1) the Federal Equal Employment Opportunity
Commission guidelines and regulations which mandate affirmative
action, and (2) the guidelines used to assess the affirmative
action policy implemented in Santa Clara County.

As a result,

much authority had been placed on the legal jurisdiction of
the Federal, state and local equal employment opportunity
laws.

Equal employment opportunity laws and the implemen-

tation of affirmative action policy were utilized as avehfcle to measure the four given variables.

I"
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Once the variables were identified, interviews were
conducted with the managers responsible for the implementation
of affirmative action policy within Santa Clara County to
determine the degree of equal employment opportunity in the
formulation of policy.
PROJECT DEFINITION
The function of this subsystem was to establish the
boundaries of the project by developing an ordered structure~
of major and subordinate objectives that reflected the work
to be accomplished by the project manager.
Mission Statement
The over-all project goal was to assess the implementation of Affirmative Action Policy in the eight job
categories, as specified by the Equal Employment Opportunity
Commission, in the County of Santa Clara.
Purpose
The limits and constraints of the project were described by defining the form of project ~epresentation and
the limitations of the research study.
In addition, the project representation will be p~obabilistic i,n form.

The probabilistic system was useful

when the functioning of the system was at a level that prohibited strong predictions according to a given output.
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Since the associated time and cost of the project was uncert~in, the research project was best planned and controlled
by using this technique.
In this project, the research process consisted of
interviews with each member of the Santa Clara County Affirmative Action staff.

Secondly, the research process also in-

volved the collection and analysis of documented data related
to Affirmative Action activity and the degree of implemen~
tation and progress of the Affirmative Action policy in Santa
Clara County since it's adoption by the Board of Supervisors
on October 24, 1972.

Furthermore, this research project

focused on the eight job categories within the Affirmative
Action plan reporting system as required by the Equal Opportunity Commission:
1.

Service and Maintenance.

2.

Skilled Craft Worker.

3.

Office and Clerical.

4.

Paraprofessional.

5.

Protective Service Worker.

6.

Technician.

7.

Professional.

8.

Officials and Administrators.

The project director did investigate the job category Professional as the main focus area.
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Definition of System Concepts
Work breakdown structure.

In Desmond L. Cook's project model,

Educational Project Management, work breakdown structure ,.c-.::
denoted the planning subsystem used to summarize the schedule
and cost status of the project at higher levels of management.
In this subsystem, the most common terms used were:
1.

Work package--This term denoted the list of

specific jobs which contributed to the development of one
end item on the work breakdown structure.
2.

Components--This term denoted those series of

lesser tasks combined to produce the objectives reRresented~
by the work packages.
Work flow:

In Cook's project model work flow denoted a work

plan which portrayed in graphical manner the inter-relation'
ships
and inter-dependency of tasks done to accomplish the

objectives in the project definition.

In this subystem,

the,most common terms used were:
1.

Flow-graph--This term denoted a diagrammatic

representation in which flow through this system was portrayed by a sequence of undirected arrows.
2.

Network--This term denoted a graphical represen-

tation of all the tasks or jobs that must be accomplished to
',

reach the intermediate and final objectives of the project.
3.

Activities--This term denoted those individual

tasks or jobs which must be accomplished to reach the project objectives.
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4.

Milestone events--This term denoted the accom-

plishment of a major piece of work in the form of a work
package.
Time estimation.

In Cook's project model, time estimation

denoted the time frame for the total project and the individual activities and events within the project.

In this

subsystem, the most common terms used were:
1.

Probabilistic estimates--This term denoted time

estimate procedures based on the idea that uncertainty
existed about a particular activity.
2.

Expected elapse time--This term denoted the

activity time estimation for the project and was designated
by the symbol (te) in mathematical calculations.
3.

Optimistic time estimates--This term denoted the

time estimation based on the assumption that "everything
will go well" in completing an activity and was designated
by the letter (a) in mathematical calculations .

•I

4.

Most likely time estimates--This term denoted the

I

most realistic estimate of time the activity may take and
was designated by the letter (m) in mathematical calculations.
5.

Pessimistic time estimate--This term denoted the

longest time the activity would take under the most adverse
conditions and was designated by the letter (b) in mathematical calculations.
6.

Earliest event time--This term denoted the

earliest expected time an event was completed and was further
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obtained by moving f orward while adding activity time estimates along the various pathways in the network.

This esti-

mate was designated by the symbol (tl).
Scheduling.

In Cook's project model, scheduling denoted the

translation of the developed plan into a time table, showing
the calendar dates for the start and completion of the tasks
in the project.
Resource allocation.

In Cook's project model, cost and budget

preparation denoted the management plan for operating and
financing the project during specific time periods.

Further-

more, this detailed plan of action was developed as a guide
for control operations and as a standard for evaluating performances.

In this subsystem, the most common terms used

were:
1.

Direct costs--This term denoted those costs that

were directly traced to or associated with a particular
activity or task in the project.
2.

Indirect costs--This term denoted those costs

that were not traced to a particular activity, task, or
costing unit.

Moreover, indirect costs were also frequently

referred to as "overhead."
3.

Fixed costs--Thi s term denoted those costs that

were incurred in order to provide the supplies for an activity.
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4.

Costing units--This term denoted the work packages

or segments of a work package for which the costs of operation
were accumulated.
5.

Variable costs--This term denoted those costs

which when totaled depended on the level of activity during
the work period.
The Performance Objectives
The performance objectives for the project were:
1.

To assign the work load to the county's Affirm-

ative Action unit for developing and implementing the project plan.
2.

To identify the job categories in the organiza-

tional units in Santa Clara County municipal government.
3.

To identify issues of relevant interest to

members of the Affirmative Action unit.
4.

To establish uniform procedures in an effort to

conduct structured interviews with Affirmative Action
members.
5.

To employ the standards of the laws regulating

Equal Employment Opportunity for assessing Santa Clara
County's Affirmative Action Plan to determine the degree
of implementation of the policy.
6.

To employ integrative techniques in analyzing

documentation related to Affirmative Action's influential
role in policy formation.
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7.

To develop an objective and reliable approach

for evaluating final decision outcomes of key policy issues
related to Affirmative Action.
Criteria for Accomplishing Objectives
These performance objectives were accomplished by
employing the Equal Employment Opportunity Commission's
rules and regulations for assessing Affirmative Action.
The procedures for assessing Equal Employment Opportunity
implementation in Santa Clara County municipal government
was dependent upon a positional approach in this study.

In

this method the location of influentials in the organization
rested on the assumption that the position of the Affirmative
Action officer or Affirmative Action unit in the ·organizational structure formed the basis for implementation of
Affirmative Action decision making and decision planning.
Moreover, in order to effectively assess the degree of
Affirmative Action policy implementation, the project
director determined which formal positions were most central
at the time the- policy was being developed and adopted.
The project director considered the hierarchy of influences in the Santa Clara County municipal government is
the development of Affirmative Action policy.

The re-

searcher utilized the incremental approach since "This
approach attempts to explore the environment from the bottom
up.

The detailed and specific resources of the organization

are first studied; then this analysis is used to develop
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possible courses of action for the organization to follow. 1137
As a result, the researcher could determine the degree to
which the following units influenced Affirmative Action policy
at different points in the organizational structure:
1.

County Affirmative Action Officer.

2.

Affirmative Action Unit.

3.

Personnel Director.

4.

County Executive.

5.

Department Directors.

6.

Affirmative Action Cou.ncil.

7.

County Board of Supervisors.

The second criterion involved the use of integrative
techniques.

In this project, integrative techniques were

used to analyze written reports in the form of memos, letters,
proposals, resolutions, affirmative action quarterly reports,
and written policy related to key issues of affirmative
action.

Moreover, the use of integrative techniques in-

volved the holistic approach.

"The analytical process in

this approach begins with a general, over-all view of the
organization and it's strategic position in it's environment.

It then works toward creating, through an iterative

process, a feasible strategy for the organization by ,

"5- ::.;;

37 Paine, Frank T., and Naumes, William, Strategy and
Policy Formation, W. B. Saunder Company, Philadelphia, Pa.,
1974, p. 14.
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matching strengths with opp ortunities, and suppressing or
overcoming weaknesses and strengths." 38
The Project Director identified the strategy formation
of organizational units from top to bottom by collecting and
classifying these written reports.

Furthermore, the appli-

cation of this analytical process provided a general and overall view of the relationship between the Affirmative Action
Officer, the Affirmative Action unit, and units within the
organization which gave allowance to assess the strategic
position of each unit with respect to Affirmative Action
policy implementation.
Major End Items
The major end items served to accomplish the overall goal objective of the project.

This goal was to assess

the Chicana representation in the eight job categories as
specified by the Equal Employment Opportunity Commission,
as a means for implementation of Santa Clara County's Affirmative Action policy.

Two sets of major end items, its work

packages and tasks made up the structure of the project
definition:

(1)

the identification of the guidelines used

by the Affirmative Action unit to assess the Affirmative
Action policy implemented in Santa Clara County, and (2)
the analysis of documentation in the decision planning

38 rbid, Paine and Naumes, Strategy Policy Formation,
p. 14.
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responsibilities of the Affirmative Action unit over policy
issues.
End Item.

The first major end item in the project was to

identify the guidelines used by the Affirmative Action unit
to assess the Affirmative Action policy implemented in Santa
Clara County.

The work packages for the project consisted of

five tasks:
1.

Each member of the Affirmative Action unit wouid

indicate the degree to which he or she interacted and communicated with members of the Board of Supervisors regarding
Affirmative Action policy.
2.

Each respondent in the Affirmative Action unit

indicated the degree to which each sub-issue was relevant tohim or her and the extent to which the final decision outcomes of selected issues affected their organizational unit.
"3.

Each respondent in the Affirmative Action unit

was interviewed to assess the amount of time spent on rele~
· vant policy issues.
4.

Each respondent in the Affirmative Action unit

was asked to indicate the degree of influence his or her
unit exercised over a given policy issue.in the form of
recommendations at their positional level in the organizational structure within Santa Clara County municipal government.

51
5.

Each respondent in the Affirmative Action unit

was interviewed after the Board of Supervisors final decision
on the policy recommendations to determine the extent to
which each member of the unit influenced the final outcomes
of selected policy issues.
Tasks.

The specific tasks in the work packages consisted of

the following components:
1.

Identification of specific set of relevant issues

to the Affirmative Action unit.
2.

Conducting initial interviews with policy makers

who held key positions of authority in Santa Clara municipal
government in order to obtain information regarding key sub-

•

issues, individuals directly involved in the issue areas, . and
the rating of all nominees on relevant policy phases regarding Affirmative Action issues.
3.

Specific delineation of sub-issues and a com-

plete list of Affirmative Action unit members compiled.
4.

Conducting extensive interviews with.each member

of the Affirmative Action unit, committees, and other related
organizational bodies which have decision planning responsibilities in the Santa Clara County municipal government system.
End Item.

The second major end item was to analyze the

documentation in the decisio~ planning responsibilities of
the Affirmative Action unit over policy issues.

The work
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packages or tasks involved the application of integrative
techniques.

This analytical process involved the following

steps:
1.

Collection and classification of written infor-

mation in the form of letters, minutes, memos, proposals,
resolutions and written policy related to Affirmative Action
policy.
2.

Collection of principle general statements from

the written material, extraction of key elements, establishment of essential relationships and formulation of organizing principles to determine the extent to which individual members of the Affirmative Action Jere involved in
Affirmative Action policy.
Responsibility for Work Package Development
The policy and procedure for conducting Affirmative Action research in Santa Clara County municipal government had been formalized by the Equal Employment Opportunity
Commission and enacted by the County Board of Supervisors.
Therefore, this research project followed the same procedure and policy guidelines used by the_Equal Employment
Opportunity Commission.
According to this procedure, the work package development was the responsibility of the Affirmative Action,
Officer who was appointed by the Director of Personnel and
was under the supervision of the County Executive and the
County Board of Supervisors for Santa Clara County.

In this
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project, the Project Director whose main function was to
coordinate the research project with the Affirmative Action

~

unit, was the writer of this report.
The Project Coordinator will also function under the
direction of the Affirmative Action Officer and the Director
of Personnel.

The Project Director's main responsibility was:

(1) to work with the Affirmative Action staff to
identify and implement ideas,
(2) to provide consulting help to administration,
Affirmative Action staff, and others on research design,
statistical analysis and computer based data processing,
and
(3) to design, conduct and report research directed
at improving effectiveness of county wide Affirmative Action
operations.
Criteria for Determining Work Package Accomplishment
The accomplishment of the work packages was dependent
on selected techniques for assessment of Affirmative Action
policy implementation.
methods:

These techniques consisted of two

(1) face-to-face interviews, and (2) data col-

lection and analysis.

In order to ensure the effective use

of these techniques, various limitations were recognized by
the investigator.

For example, the success of the interview
'

technique was dependent upon the familiarity of the interviewer with the environment of the respondent.

Furthermore,
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a structured interview, rather than an informal interview,
was more desirable since it provided uniformity in questioning.
The second method used in assessing the implementation of Affirmative Action was the collection and analysis
of primary sources 'in the form of written reports.

In doing

so, integrative techniques were used in collecting, classifying and analyzing published data to determine the extent
of Affirmative Action unit involvement in policy formation
with respect to Affirmative Action policy.
WORK FLOW
The function of the work flow subsystem was to develop a graphical representation of the sequence of
activities and events necessary to accomplish the objectives
identified in the project definition ,subsystem.
Rules for Work Flow Plan
The project definition was previously used for network construction by using a backward approach to move from
a general to a specific case.

This was done by identifying

the major end items and working backwards to reach the
eventual point.
The type of network used in the project was the
event-oriented network.

In the event-oriented network,

the primary concern is the occurrence of events.

Moreover,

the identification of events and the order of their occurrence made use of the PERT method.
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Milestone Events
The milestone events included the following objectives:
1.

To assess the implementation of Affirmative

Action policy in Santa Clara County civil service.

2.

'-----~

To determine the influential effects of Equal

l

Employment Opportunity and Affirmative Action on the final
decision outcomes of selected policy issues.
3.

To determine the number of employed Chicanas in

the job category professional within Santa Clara County civil
service.
Task and Event Numbering Decisions
In order to reach the milestone events, the task or
activities were identified and included a set of preceding
and succeeding event numbers.

Moreover, the events and mile-

stone events were indicated by numbers ranging from 1-13.
In this project, two milestone events were identified
and served to start and complete the project.

Besides the

milestone events, eleven regular events were identified and
represented the points of accomplishment in the network such
as the start or end of activities in the network.
The activities were those tasks or jobs which were
accomplished so as to reach the regular and milestone events
in the work flow.

For this report, limited attention was

given to the exact or specific nature and description of the
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tasks.

Furthermore, the activity numbers in the network were

designated by giving the preceding and succeeding event
numbers for each activity.
Event Coding System
In order to construct the network for the work plan,
some basic symbols were used to represent the milestone events,
regular events, interface events, and activities.

For ex-

ample, the milestone events were distinguished from the
regular events by special symbols such as squares
rectangles

D

D

or

Moreove.r, regular events were represented

on the network by a geometric figure such as a circle (0).
An activity, on the other hand, was represented by a solid
arrow (+) •
In thi's prpject, there was no connection es_tablished
between the length of the activity arrow and the amount of
time needed to reach an event.

Furthermore, at one point-

in the work flow a logical constraint was placed on the
accomplishment of an event.

This constraint was designated

by a "dummy activity" and was represented by a dotted line
(--+) in the network.
Over-all Work Flow
Before the work flow plan was constructed, the first
step involved the approval of the project proposal by the
Director of Personnel of Santa Clara County and the County
Executive.

Once the proposal had been approved by the

Director of Personnel and the County Executive, the proposal

59
was then submitted to the County Board of Supervisors for
final approval of the project.

In this report, approval of

the, project by the Board of Supervisors constitutes a mile1

stone event in the network.

Therefore, the start of the pro-

ject was determined by the Board of Supervisors and was
represented in the work plan as "Board of Supervisors
Approval of Project."

The following work flow plan con-

sisted of the milestone and regular events in two principal
sub-networks designated as Network A and Network B, plus a
project completion work sequence as Network C.
Network A in the work flow included the application
of Equal Employment Opportunity Commission proposed guidelines for assessing Affirmative Action policy implementation.

The following sequence represented the points of

accomplishment in the network and their related activities:
1.

Milestone event--Board of Supervisors approval

of project.
2.

Activity--Delegate projects to Department of

Personnel and select Project Director and Affirmative Action
staff.
3.

Event--Project Coordinator and Affirmative

Action staff selected.
4.

Activity--Develop standardized questionnaire.

5.

Event=-Begin initial interviews with Affirmative

Action managers (first phase).
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6.

Activity--Obtain information on specific set of

7.

Event--First phase of interviews completed--key

issues.

issues selected.
8.

Activity--Formulate specific proc~dures for con-

ducting interviews.
9.

Event--Procedures formulated; begin extensive

interviews with each member of each Affirmative Action unit
(second phase).
10.

Activity--Obtain information on the endorsement

of specific Affirmative Action issues.
11.

Event--Second phase of interviews completed and

data collected.
12.

Activity--Conduct structured~observations of

Board's final decision on policy recommendations.
13.

Interface event--Begin analysis of Board's final

decision of policy recommendations.
Network Bin the work flow included the application
of integrative techniques in the analysis of documentation
related to each Affirmative Action unit member's involvement
in decision planning and decision making with/respect to
selected policy issues.
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The following sequence represented the points of
accomplishment in the network and their related activities:
1.

Event--Project Coordinator and Affirmative Action

staff selecteda
2.

Activity--Collect and classify written infor-

mation in the form of letters, minutes, memosr proposals,
resolutions and written policy related to key policy issues.
3.

Event--Begin data analysis.

4.

Activity--Apply integrative techniques; extract

essential elements from written reports, establish essential
relationships, form organizing principles to identify the
influential role of each Affirmative Action manager on
selected issues.
5.

Event--Data analysis completed.

6.

Activity--Collect written information of Board's

final decision on policy recommendations.
7.

Interface event--Begin analysis of Board's final

decision of policy recommendation.
Network-c of the work flow involved the various steps
needed to complete the project report.
1.

Event--Begin third phase of interviews and data

analysis after Board's final decision.
2.

Activity--Third phase of interviews and data

analysis completed; determine results of study.
3.

Event--Project study completed.
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4.

Activity--Begin writing final report.

5.

Milestone event--Final written report completed.

Interface Activities and Events
The interface activities inv6lved:
1.

Structural observations of the Board's final

decision on given policy issues.
2.

Collection of written information of the Board's

final decision on a given issue in the form of policy recommendations.
The interface event ,involved completion of the
analysis of the Board's final decision on an issue in the
form of policy recommendations.
Assignment of Work Package Flow Development
The work package flow development was the function
of the Department of Personnel.

The ~roject Coordinator,

under the supervision of the Director of Personnel, was
specifically responsible for the coordination of the work
units in the project.
Summary Network
The diagram in Figure 3 represents a simplified network showing the relationship between milestone events,
regular events, and activities.
The following values of a,·. m, and b were obtained for,
thirteen different activities.

For example, an activity

r-

~~l3

4~~~@

.

~~

Event Identification
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.

Board of Supervisors approval of Affirmative Action policy/plan.
Select Affirmative Action staff.
Select project coordinator
Begin initial interviews with Affirmative Action managers (first Phase).
Begin data analysis.
Complete first phase of interviews, select key issues.
Formulate interview procedures and begin second phase of interview.
Complete second phase of interview.
Complete data analysis.
Begin analysis of Board of Supervisors and management endorsement.
Complete third phase of interview.
Complete project study.
Complete final written report.

Figure 3
Summary Network for Assessment of Affirmative Action Policy
Implementation in Civil Service

°'
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time estimate for each activity in the network was illustrated in Figure 4.
TIME ESTIMATION
The priI[J.ary purpose of this subsystem was to develop
a time frame for the individual activities and events within
the project.

This was done by providing information re~2~~

garding the estimated total project completion time, the
earliest and latest completion time, the slack or free time,
and the critical path in the work flow.
Probabilistic Estimating Procedures
The project used probabilistic estimating procedures
to generate planning data and information to construct
reasonably certain and consistent time, cost, and performance estimates.

"Probabilistic estimates are based upon

the fact that uncertainty •••• exists about a particular
activity."

Because this project was being conducted for the

first time, a reasonably approximate time estimate was made
from the present knowledge of individual activities in the
network.

In addition, it was necessary during the project

planning stage to make the adjustments and revisions necessary to obtain better time estimates.
Pre-planning Rules and Procedures
One of the principal rules in the starting point for
time estimation involved the accessibility of work packages
and activities in the project.

Furthermore, a well defined
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and logically arranged work flow plan served as a valid basis
for calculating the time estimates.

In this project, the

time estimates were calculated within the work flow primarily
on a random basis.
procedure prevents

According to Cook (1971, p. 109), this
II

individuals from adjusting their esti-.::--::~

mates for activities which come later in the project because
of estimates made for tasks that come earlier."

Moreover,

since this project was of long duration, the rule was not
to provide details in the network to secure time estimates.
Cook, for example, recommended that a project work unit
could move through each succeeding work phase and provide
additional details in the network as the work progresses~·
Knowledge of Probabilistic Procedures
In this project, the PERT technique was used to
determine the activity time estimates.

In the PERT tech-

nique, three estimates of time were usually given for each
individual activity.

These time estimates were identified

as "optimistic" ·''most likely, 11 and npessimistic."

The

"optimistic" time estimate was symbolized by the small
letter (a) and was based on the assumption that an activity
could be accomplished or completed if everything went extremely well (Cook, 1966, p. 91).

The "most likely" time

estimate was designated by the letter (m) and was the most
realistic estimate of time an activity would take.

The

"pessimistic 11 estimate, designated by the small letter (b),
was the longest time and activity would require under the
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most adverse conditions.

When these three individual time

estimates were obtained, an "expected elapsed time"
established for each activity in the work flow.

(te) was

The

following formula was used to calculate the time estimates
for each activity in the project:
te.. = a + 4m + b
6

Moreover, the distribution of time estimates in PERT
were obtained through the use of probabilistic procedures
referred to as the Beta Distribution. For example, the calculation of activity time estimates can be illustrated using
the procedural model in Figure 5.
Probablistic Procedures
The expected elapsed time (te) was calculated by employing the PERT technique to obtain three individual time
estimates for each individual activity in the network.

By

using the formulate= a+ 4m + b the estimator estimated
6

the performance of each activity where:
a
m
b
te

-

was
was
was
was
was

the optimistic time estimate
the most likely time estimate
the pessimistic time estimate
the time that the activity would take if it
repeated many times.

Final Date of Terminal Tasks or Master Plan
0

For the purposes of this report, the tentative completion of the master plan was scheduled for May 10., 1976,
on the condition that the County Affirmative Action policy

~
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Activity Finish
Activity
Start

-.-------/\...._______________
Optimistic

a

Most likely

Pessimistic

b

m

ff---=-------.--------,-.t'i1

·r-1
...-I
·r-1

...0

co

...0
0

~

Pl

Te= a+ 4m + b
6

Figure 5
Calculation of Activity Time Estimates
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continue to be implemented and to achieve work force parity
of the protected groups in all eight job categories no later
than June 30, 1977.
Scheduled Date to Milestones
The scheduled dates for the milestone events were
-

to be determined by the assigned Project Coordinator and
the Director of Personnel for Santa Clara County.
Earliest Event Time
The calculation of the earliest expected event time
for the project, which was designated by the symbol TE to
distinguish it from the activity time estimate (te), was
obtained by moving from left to right in the network, adding
the activity time estimates along the various pathways.

In

Figure 5, the chart shows the earliest expected event time for
activities in the network.
The project network showing calculations of earliest
event time is illustrated in Figure 6.
Latest Allowable Completion Time
The process of calculating the latest allowable time
for the project, designated by the symbol TL, was the reverse
of the process for calculating the earliest event time.

For

example, we start at the right of the network and'move to
the left (backwards) subtracting as we go from left to right.

-

,J
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~

1
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I
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,1,,:e-;-;i,,i

JI'\

lOJ

''1;-;,,~1,

TE=l7

TE=19

·>~®~

4

\

3.

Figure 6
Network Showing Calculations of Earliest Event Time
-..J
0

71

Activity

Predecessor
Events

Successor
Events

te

Board of Supervisors approval
of Affirmative Action policy/
plan

0

2

1.0

Select Affirmative Action Staff

1

3

4.0

Select Project Coordinator

2

4

1.0

Begin initial interviews with
Affirmative Action Managers
(first phase)

3

6

3 .• 0

Begin data analysis

3

9

1.0

Complete first phase of interviews, select key issues

4

7

1.0

Formulate interview procedures
and begin second phase of interview

6

8

2.0

Complete second phase of interview

7

10

1.0

Complete data analysis

5

10

1.0

Begin analysis of Board of
Supervisors and management
endorsement

9

11

4.0

Complete third phase of interview

10

12

2.0

Complete project study

11

13

2.0

Complete final written report

12

0

2.0

Figure '1
Tabular Description of Activities,
Events and Expected Elapse Time

...
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The critical path and event slack for networks A,
B, and C can be illustrated in Figure E.~
Procedures for Network Time Adjustments
If the expected time for the project took longer, than
the total time available, adjustments were made in the network in order to fulfill the scheduled dates.

This was.done

byemploying several procedures, either singularly or in
combination.

In this project, two procedures were used as a

means of adjusting directed and scheduled dates as needed.
These procedures were (1) activity redefinition and (2) modified performance requirements.

The activity redefinition

procedure was used for redefining or changing a particular
activity in either network A and B.

On the other hand,

modified performance requirements served to further reduce
the over-all performance requirements of the project by reducing the quality of the items produced.
The project network showing calculations of earliest
event time is illustrated in Figure 9.~-

c

Critical Path and Slack
The critical pathway was the most time consuming
,pathway in the network.

The critical path was identified

in the flow graph by a double arrow line.

For example,

network A was the critical pathway in this project.
work A consisted of events l-2-3-4-6-7-8-10.
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Figure 8
Critical Path and Event Slack for Networks A, B, and C
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Furthermore, the amount of free time or slack time
associated with a particular event was determined by subtracting the TE values from the TL values.

The chart in

Figure 10 shows the minimum slack for each event in the network.
Cook's model employed the rule of assigning the
smallest value in the calculation process.
The chart in Figure 1r_showed the latest allowable
time for each activity in the network.
SCHEDULING AND RESOURCE ALLOCATION
The function of this subsystem was to establis~ a
project schedule by translating the data compiled on the
EE0-4 (forms requested by the Equal Employment Opportunity
Commission identifying percentages of protected dates for
- attainment of goals and completion of project.

'The start

and completion of the project was dependent upon resource
availability, cost estimations and other known constraints.
Survey of Resources
The concept of resource allocation was related to
the concept of scheduling (Cook, 1971, p. 126).

For ex-

ample, once the work flow or plan was accepted by the Department of Personnel, it was then translated into a schedule
by assigning resources to accomplist planned activities.
Since Santa Clara County adopted an Affirmative
Action pol}cy, an Affirmative Action Officer and staff were
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Event Number

TE

1

.0

2

1.0

3

5.0

4

6.0

5

6.0

6

9.0

7

10.0

8

12.0

9

9.0

10

13.0

11

17.0

12

19.0

13

21.0

Figure 10
Earliest Event Time
Key
TE= number of weeks
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Event Number

-

TL

1

0.1

2

2.0

3

6.0

4

7.0

5

10.0

6

10.0

7

11.0

8

13.0

9

13.0

10

14.0

11

18.0

12

20.0

13

22.0

Figure lJ,.
Latest Allowable Completion Time
Key
TL= number of weeks
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Event

TE

TL

Slack

1

.0

0.0

0.0

2

1.0

2.0

+1.0

3

5.0

6.0

+1.0

4

6.0

7.0

+1.0

5

6.0

10.0

+4.0

6

9.0

10.0

+1.0

7

10.0

11.0

+1.0

8

12.0

13.0

+1.0

9

9.0

13.0

+4.0

10

13.0

14.0

+1.0

11

17.0

18.0

+1.0

12

19.0

20.0

+1.0

13

21.0

22.0

+1.0

Figure 12
Copmputation of Event Slack
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hired to implement the Affirmative Action plan.

The pro-

ject Director had some familiarity with the Santa Clara
County Affirmative Action pol1cy; however, it was still ::_2.:::2~
necessary to consult with the Affirmative Action unit in the
development of this project.

The Affirmative Action Plan

was a five year plan with an anticipated scheduled completion
date of June 30, 1977.
Schedule Criterion
In order for the project Director to generate a
workable schedule,~three criteria were considered:
1.

To conduct the project with the minimum amount

of time allowed.
2.

To conduct the project with the minimum of cost

entered on the network.
3.

To maximize performance in terms of the number

of weeks to complete the project.
Calendar Considerations
The project completion time is scheduled for May 10,
1977; however, this completion date is not to be confused
with the June 30, 1977 completion date scheduled for the
five year Affirmative Action Plan for Santa Clara'county.
Contractor Requirements
The approval of projects and their implementation
was subject to a number of specified procedures as defined
by Santa Clara policy.
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For example, once the project application was funded,
the project plan was then presented to the Board of Supervisors for final decision.

Moreover, the Director of",Rerson-

nel, the Affirmative Action Officer and the County Executive
were responsible for securing Board approval.

The'letter of

Board approval or rejection would then be distributed to each
of the following organizational units:
1.

County Affirmative Action Officer.

2.

Affirmative Action Unit Staff.

3.

Personnel Director.

4.

County Executive.

5.

Department Directors.

6.

Affirmative Action Council.

Once the Board's approval was obtained, project
agreements were to be signed by the Personnel Director.
Moreover, the implementation and operation of the project
became the function of the froject Director and the Affirmative Action Officer under the supervision of the Director
of Personnel.
Final Task and Milestone Dates
The final task involved the preparation of the final
written draft for the research project.

The milestone dates

consisted of the start and completion dates in the work flow
plan;
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Milestone dates:
1.

Start project--November 16, 1976.

2.

Complete project--May 10, 1977.

Planning Calendar
The eight job categories as specified by 'the Equal
Employment Opportunity Commission were demonstrated by the
EEO-4 forms.

This information was compiled by the Affirm-

ative Action unit in the form of quarterly reports.

(See

Appendix c;::. )
Project Evaluation
According to the Santa Clara County Personnel
Director, an acceptable evaluation of the project plan was
dependent upon the following suggested criteria:
1.

The project should provide input into the

current five year Affirmative Action plan by means of writtenand evaluative recommendations toward achievement of given
goals.
2.

The work input of the ?roject Director will be

distinguished from the work expectations of Affirmative
Action Staff.
3.

The Project Director was to provide adequate in-

formation and reports to those not directly involved with
Affirmative Action in order to create an awareness for Civil
Service employees on the policy.
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4.

The Project Director was to coordinate all re-

search with the Affirmative Action Officer and staff and to
all units directly responsible for the completion of the five
year Affirmative Action plan.
Scheduling Constraints
There were various constraints related to project
scheduling which applied to the area of local municipal government.

Some of these constraints can be determined by either

a time or resource constraint situation.

For example, time

constraints were inherent in project schedules of an uncertain quality which used probabilistic estimating procedures.

As a result, difficulties arose in scheduling

tasks far in advance causing technical constraints and requiring scheduled time to complete the over-all project goal.
As far as resources were concerned, the research
planner seriously considered those different and conflicting
demands made on the same· resource as well as those resource
requirements of other present and future projects.

In this

case, this project plan was only a small part of the total
Affirmative Action policy implementation plan of the personnel Department.

Moreover, these demands imposed some cost

limitations; hence at a minimum cost to the Personnel Department.
In addition, it must also be stated that the research
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project was also dependent upon local policy and state and
federal laws governing Equal Employment Opportunity practices.
Resource Utilization
Resource utilization for task accomplishments was
based oh policy decisions which specifically answered the
following questions:
1.

What overtime and weekend work was available?
a.

For detailed planning of specific tasks in

the network?
b.
2.

Only as a reserve?

At what level was discretion used in requiring

manpower reserve?
3.

Were jobs planned to end at any particular

calendar milestones--end of week, month, shifts, etc.?
4.

What legal restrictions applied and how did the

Board of Supervisors interpret these obiigations?
5.

What agreements with employee groups applied?

6.

What incentives were offered and in what degree2?

Reconciling the Gantt Chart and Arrow Diagram
Since the bar chart representation has such considerable advantages, it was necessary to transform the
arrow diagram into a bar.

This was done by using the head

and tail numbers to show the logical linkages between the
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activities in.the network.

The following section described

the list of activities in order of increasing head numbers:
Activity

-

Duration

1-2

1

2-3

4

3-4

1

3-5

1

4-6

3

5-9

3

6-7

1

7-8

2

9-10

1

8-10

1

10-11

4

ll-i2

2

12-13

2

Duration in terms of weeks
From this list the Gantt chart framework was constructed with
-

a time scale along the top.

(See Figure 13i

Figure 8 shows a .sample of a.Gantt chart used to
illustrate the performance of activities in the network.
Loading
Loading was defined as "the assignment of work to an
operator, machine, or department" and served as the most im-
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2
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Figure t3
Gantt Chart Framework
As can be seen, the critical path in the network lies along event sequence 1-2-3-46-7-8-10-ll-12-13. Moreover, the project schedule was more clearly represented by the
Gantt Chart. In this chart, a dark line or bar was drawn within uprights of the activity
symbol, the length of the bar representing the amount of work completed.
co
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Time
Activities

Week Number
10

5

1-2

20

15

□

I

2-3
3-4

[=:J

3-5

CJ
I

4-6

I

-k- ~ <~:~:~_,:_,

5-9

~--/

D

6-7

-

~--,;

7-8

d

9-10

D

tJ

8-10
10-11
,)

11-12
12-13

Figure 14
Gantt Chart
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portant feature used to produce a timetable.

The loading

function required, from the start, a statement of the work
required; this was done in terms of man (or machine) hours
called "resource time."
The Load as a Histogram
In this project, it was convenient to represent the
load as a histogram--a vertical bar graph, the length of
which is proportional to the load.

The simplest way

of:=~

drawing a histogram was to draw the appropriate Gantt chart,
running down each time division and adding up the usage of
- the various resources.

For example, Figure 10 illustrated

the project network transformed into manpower requirements~
COST AND BUDGET ESTIMATION
The function of this system was to generate cost
estimates and budget expenditures needed to accomplish the
project as outlined in the established time network.

In

this project the basic objectives of PERT/COST were twofold:
1.

To achieve a significantly more realistic and

original program cost estimate.
2.

To achieve a marked improvement in control

against the original estimate.
Furthermore, the cost and budget estimation provided
the basis for future decisions by the Personnel Department
in Santa Clara County.

-

-

•
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Figure 15
Translation of Network into Man-Power Requirements
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Activity

Duration

Manpower*

1-2

1

2

2-3

4

1

3-4

1

1

3-5

1

1

4-6

3

1

5-9

3

2

6-7

1

1

7-8

2

1

9-10

1

1

8-10

1

1

10-11

4

1

11-12

2

1

12-13

2

2

*Key
Manpower= Number of people for each work activity.

Figure 16
Activity Schedule
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Scheduled Work Plan
For a description of the scheduled work plan, see
section on Over-all Work Flow.
Project Definition
The over-all project goal was to assess the implementation of the Affirmative Action policy in the eight job
categories, as specified by the Equal Employment Opportunity
Commission, in the County of Santa Clara.
Individual Work Tasks of Work Packages
The following list of activities comprised the work
tasks for work packages in the project.
1-2

Board of Supervisors approval of Affirmative

Action policy/plan.
2-3

Select Affirmative Action staff.

3-4

Select Project Coordinator.

3-5

Begin initial interviews with Affirmative Action

managers (first phase).
4-6

Begin data analysis.

5-9

Complete first phase of interviews, select key

6-7

Formulate interview procedures and begin second

issues.

phase of interviews.
7-8

Complete second phase of interviews.

9-10 Complete data analysis.
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8-10

Begin analysis of Board of Supervisors and

management endorsement.
10-11

Complete third phase of interview.

11-12

Complete project study.

12-13

Complete final written report.

Estimated Limited Costs and Duration for Individual Tasks
In this project, the schedule data was used on a
comparable basis to cost data.

For example, most likely

times were associated with normal costs, and earliest completion were usually determined to be higher than the normal
costs.
Budget Summary
The budget categories for research activities are
_;i---,

demonstrated in Figure l ""1/[.
Summarizations of Work Package Costs
The summary of costs upward through the project
definition is presented in Figure li.

N

°'
Activity

*

*

*

1-2
2-3
3-4
3-5
4-6
5-9
6-7
7-8
9-10
8-10
10-11
11-12
12-13

Total

Manpower
Weeks

Personnel
Costs

2

400.00
1,600.00
400.00
400.00
1,200.00
1,200.00
400.00
800.00
400.00
400.00
1,600.00
800.00
800.00

26

10,400.00

1
4
1
1
3
3
1
2
1
1
4

$

2

Employment
Benefits

$

Communication

Supplies

Services
(Dup.)

Equipment

40.00
160.00
40.00
40.00
120.00
120.00
40.00
80.00
40. 00
40.00
160.00
80.00
80.00

$300.00
300.00

$ 25.00
100.00

$ 50.00
50.00

$ 25.00
25.00

1,040.00

650.00

$ 200.00

40 0 .00

1,065.00
2,335.00
440.00
465.00
1,920.00
1,370.00
440.00
880.00
440.00
465.00
1,760.00
967 .50
1 ,492 .50

1,200.00

13,915.00

100.00

62.50
62.50

200.00

275.00

12,565.00

50.00

25.00
25.00

150.00

Direct
Cost

865.00
2,335.00
440.00
465.00
1,320.00
1,370.00
440.00
880.00
440.00
465.00
1,760.00
967. 50
1,092.50

25.00

50.00

Subtotal

$

600.00

Total
Estimated
Activity
Costs

$

Figure 17
Cost Estimates and Total Project Resource Allocation
Tabular Description of Total Activity Cost
Key
Manpower Week
=
Personnel Costs
=
Direct Costs
=
Employment Benefits=

1.5 Staff
1 Project Director: 26 Weeks at $400.00
1 Clerical Assistant: 6 Weeks at $200.00
10% of Personnel Costs
\.0
N
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Category

1.

2.

3.

4.

5.

6.

Project Cost
by Line Item

Personnel Costs (1 full
time Director at $400.00
per week)

$10,400.00

Employment Benefits (10%
of full time Project Director personnel costs)

1,040.00

Communication (Cost for advertising, and sending 500
announcements for Affirmative Action Staff and
Coordinator, postage at
$.13)

650.00

Supplies and Materials
(Writing tablets at $.75,
writing pens at $.60, large
envelopes at $.30, typing
paper at $10.00 a ream)

150.00

Services
(Duplication copying service at $.05 per
page)

200.00

Equipment (Typewriter rental:
at $15.00 a week)

275.00

7.

Subtotal

8.

Direct Costs (Part time
clerical assistant, 16
weeks at $200.00)

9.

12,715.00

1,200.00
13,915.00

Total Cost

Figure 1&
Budget Summary
"~'C

Duration of Proposed Project: 26 weeks
Beginning Date: November 8, 1976
Ending Date: May 10, 1977
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Chapter 4
SUMMARY AND CONCLUSION
This summary reviews the prinicipal points in the
preceding chapters and also presents the author's recommendations together with suggestions for current and future
evaluations of the project.

SUMMARY
The purpose of the project was to develop a planning
subsystem for Equal Employment Opportunity policy in county
government.

The major purpose was tq generate a plan to

measure the degree of Equal Employment Opportunity projected
in the county's five year Affirmative Action plan relative
to the hiring of Chicana professionals.
The major step was to employ Cook's Project Management model to develop a planning subsystem composed of a project definition, a work flow plan¥ a project time estimate,
a schedule and resource allocation plan, and project costestimate, to conduct the research study.

These components

served a function in the planning subsystem as follows:
1.

The project definition developed an ordered

structure of major and subordinate objectives which provided
the work to be accomplished by the froject Director.
95
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2.

The work flow developed a graphical representation

of the sequence of activities and events necessary to accomplish the objectives established in the project definition.
3.

The time estimation subsystem provided a time for

the individual activities and events in the project.

In this

project,the total project completion time was approximately
26 weeks.

The planning calendar showed that if the project

began on November 8, 1976¥ then it would be completed on May

10, 1977.
4.

The scheduling and resource allocation plan served

to establish the project schedule which was transformed into
specific calendar dates.

Furthermore, an estimate of resource

availability was made to determine the manpower requirements
as well as the resource time required to complete each activity in the project.

In this project, the load for number

of weeks consisted of 1.5 man/weeks for 26 weeks.
5.

The cost estimate for the project is shown in

Figure 16.
Four variables were employed to assess the Equal
Employment Opportunity policy of Santa Clara County.

These

variables were (1) artificial barriers toward employment,
(2) equal employment opportunity and the law,

(3) affirm-

ative action, and (4) status of Spanish-speaking/surnamed
employees in civil service.
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RECOMMENDATIONS
In order to implement the project plan, a control subsystem must be developed in order to compare performance to
the standards established by the planning component.

In

doing so, reports to the Project Director would be essential
in measuring and reporting on actual performance.

For example,

the Project Director recommends that quarterly Affirmative
Action reports be conducted to include the ethnic composition
of employees in the eight job categories as requested by Fair
Employment Practices Commission.

Such reports would give the

Project Director necessary information on the present status
of the _project in terms of time, cost and performance.
Furthermore, the control system would point out quickly any
deviation from the plans, thus causing management to take
corrective actions where needed.
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GENERAL PERSONNEL POLICY 200

AFFIRMATIVE ACTION
PROGRAM

COUNTY OF SANTA CLARA

October 24, 1972
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COUNTY OF SANTA CLARA
AFFIRMATIVE ACTION PLAN
I.

Reaffirmation of County Policy for Equal Employment and
Provisions of Services to the Minority Community.

A. As a major employer, the County of Santa Clara has a
clear responsibility for Equal Employment Opportunity in a
positive and aggressive sense. Furthermore, as a governmental
agency the County should provide exemplary leadership to all
other employers in the metropolitan area.
The purpose of this statement is to emphasize the policy
of the Board of Supervisors for Equal Employment Opportunity
at all levels of County Government. The Board declares that:
1. County employment shall be freely open to all persons regardless of race, religion, sex or national origin.
2. County personnel programs shall be administered so
as to remove any possible barriers to employment and pro:..-r.:::-motion of minority group persons.
3. Aggressive efforts shall be made to attract and
assist minority group and disadvantaged persons to qualify
for employment and promotion.
4. County departments shall select and utilize bi.;:.:::.:.
lingual and bicultural staff so as to provide the highest
possible level of public services to all bilingual, bicultural residents of the County.
5. The Public Service Careers Project be expanded to
include participation by all County Departments in all levels
of employment.
B. The Board of Supervisors reaffirms its commitment to
the Public Service Careers Project which has as its goals employment, training, and upgrading of disadvantaged persons
as well as other.employees to make the Merit System as
flexible and responsive as possible, to effect free and open
hiring and upgrading of employees in a 'single system that will
promote the administrative and service goals of the County.
C.
It is the policy of the Board of Supervisors that '
priority attention be given to analysis of the service needs
of minority groups in the community and to take steps necessary to recruit, train, and deploy bilingual, bicultural staff

p
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to provide services equitably to all bicultural members of the
community, with special emphasis toward our Spanish-speaking
residents and other large identifiable groups.
D. In keeping with this policy, the Board of Supervisors_
directs the County Executive and through him, all departments
of County Government, to carry out such programs and practices
as will best accomplish these objectives (General Personnel
Policy 200, September 7, 1971).
II.

Affirmative Action Goals.

A. To establish and maintain an agency-wide employment
level which is ethnically and racially balanced, including
both men and women, proportional to the ethnic and racial
work force within the County of Santa Clara~ The_goal of
parity employment shall be achieved no later than June 30,
1977.
B. To assure that ethnic and r~ciar balance, including
both men and women, exists throughout all of the County of
Santa Clara departments and throughout all occupational areas.
III.

Affirmative Action Objectives.

To appoint a division head, reporting to the County Personnel Director, as director of the County's Equal Employment
Opportunity Programs, with sufficient staff to carry out the
provisions of the Affirmative Action Plan, and to assure compliance with the Equal Employment Opportunity Program.
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APPENDIX B
A MANAGEMENT SYSTEM FOR PLANNING AND
CONTROLLING OF PROJECTS
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POPULATION DISTRIBUTION
Following dat was derived from the 1970 General Population Statistics for California and from the 1970 General
Social and Economich Characteristics, California Publications
issued by The u. sl Department of Commerce, Bureau of The
Census.
1

County of Santa Clara
Total Population

*

(1,064,714)

Percent

White

817,373

76.7

Spanish Surname

186,525

17.6

Black

18,090

1.7

Asian

24,461

2.3

Native American

4,048

.4

Filipino

6,728

All Other

7,489

.6
.7

(247 ,341)-

Total Minorities

(23.3)

State of California
(Data for Comparative Purposes)
Total Population
White

Percent

14,659,443

73.5

Spanish Surname

3,101,589

15.5

Black

1,400,143

7.0

Asian

383,411

1.9

91,018

.5

Filipino

138,859

.7

All Other

178,671

.9

Native American

*

(19,,953,134)

Total Minorities

(5,293,691)

(26.5)

*

U.S. Bureau o census does not count Polynesian and Asian
Indians separatel~. Both are included in their report under
"Other." Thus, th!e Polynesian Ethnic Group data and goals
for Santa Clara C unty should be considered as including
Polynesian, Asian Indian and other non-Whites.

/
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APPENDIX D
GAINS IN EMP1 OYMENT FOR WOMEN AND MINORITIES

t·/

SANTA CLARA coc:;,"f
NET GAINS IN FULL-TIP.E EMPLOYME1'T FOR Wm[EN ANu MINORITIES
J,\llUAR Y 1, 19 73 TO DECE~!BER 29, 19 76

l

TABLE

Santa Clara I January 1, 19i3
County
1.:ork foi-cc
Total
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788 7

_

__:_

I

Jf, ' (,

fE:!Al.ES
_ _ _ __

_ _!

I 82n .

-II--,,5-22-:

l',

t,/,)I,

~!-----1

(56.2)

•

I

I Total

j Fcm.1 lo:e

I~ le

Percentage

1970 Census

. 31, : 3

l!

Jan1Jary 1, l97t.

:l

(sr,. 7)

. •r.~·-~:

July 2, [976 .- - -

.~~-,:,~, .

f"':':~;-=:1

·

1

I 9325

·---

f·- - -- ~'---l-~~-1-----·

)7:,l

11

fo/,)[

~I

.

.

I

I

Net Gain/Loss

Fe:r.a le_jTota l

I

ag_,

1_ _ __ 1 10112

J

222s

\·

1101

~

!,.1--1219

-5,95
--

~~---:-,iM-' :-- --- -:
a

N

December 29 1 1976

Tot;, l

=553

' C:,5,0)

I !~.!a.I:..<~=·

;--·-·(----♦-(~~~~ I
-1.2

4554

:·L\Li:.3

1:1! lTE TOT,\!.

mr;oRITI ES TOT/,L

I

7'}.

1.

20.4

6

·

- . .. .

.

·[

•

.

•

(2.9)

•

(9.7.)

:

I

FILll'UiOS

o.,c,

3

.

I

'

·
1

!

(4.0)

58
11;n1,,11

,

. , ·,.

.
·

011tUl · •.

· .

Ii

.

.

· .u1i:.li1c1,u
·

I

I (;,.';)

.

3 , s'•

. 1

... •

I

I

.

·0 _1, 3

. . Ct-?>

t.17

('.',.O)

I

(l • 9 )

I

I

(2.v)

37

22

" <o.Jl ·

I

23

!

co.J)

.

(11.2)

.!

1

I

(12. 7)

1

(ZJ.8)

(l.9)

I

(2.2)

i!

660

I

7l2

i

!;1.1,J
51

3>

{, 5

I. <o.6l

. ,

f

co.4) ,I

(13.0)

197

I

2452

I
.· .

lJ72

ii
1:

, (24;3)

,- -;·3~-~

43~

,i
I'

(2.0)
680

I

I

(2.3)

I

(4,3

· •:

744

I

1424

I.

.

5.95

1008

!i

-201

r

1.4

I

!

11

69 7

1
(6.7)
(7.4)
! (L4.l)
1.
1 365
155
210
·
!
i<J.5l_
,(1. 5 )
_
1 c 2 .u 57 I 6 , 10)_ !;'. 1)5
4
52
10) ·
48
l 0.7
(O;S) 1 -(l.O)
(0.5),
(0.6)
(l.l){--------j

206
1c2 .•1l ·

(0.5) I_

1310

I .

(11.3)

_ir~n__ l___i_?_:.12._,_(L_l,_,__QL___

. l)'.i

i
_!

1--~~

· 1 )l,l

•o.

(,')
II )/1 I 30
I
61,
I
1j
I
I
Ii~~- _<~~! <o.J) -I <o. 7)

I

·.

1142

_

(7),7)

·

,1

:

j (9.S)

I (l,.J)

I

,

_JE_._2)_1--~-"-~-)-I

t,c,_·_:_·:;,~--':=--;~;.--'-:CC',·~==-- ·

792

O

i.Q_:!']_ 1 <o.t,)

11 c, • .

0 _ 7)

:

I CJ.l)

1. 220 · . 1· n1,'

1s1,

)2

_

1

t

· ··

(o. 7)

.
•

.' . (Jl,.:_l) __ l_{!,_2_:2.2_ 1-S?._6__:__Z_)__
!
)0')8
124'i
2)/i)

- -·t=I;)~

(t.7>

..,

2 _3 J

/\SI/JI

'1 )7~,

11

•

1)8

I

; (I.4)

727

ll• 8

..

.-·,

:1

t.

I

1·

j- ~

2)0.

6

s1·,·.:asil· st:r1:M::E1J

1

I

,
I (3_i,_:2]__,~_0-, (Rt.S)
83
G'J:l
5
lSJJ
.;
.
1 .
! (6.4) . (l0.t) , {1S.5)

(18.;3)

nLI\Cr.

I

~

(131. 7)
t4l,6

JI

co.3l

I

(,6

1.

co.

34
(0.3)
28

1>

I

(0.3)

. 36

I

C0.3)
.

I
J

29

C?,,3)

I

70
(0.6)

1!

•:

12

I . o.o

!----f---

I

57

I

I

(0.6)

!

-59

I

o.9

. " .. • .
... ~
•
••
Data Sour.c·e - doh not tHvide minority !ltathticll -i n);o me.le and female categories
I

;

2Figures incluue Traheit DUitrict employe'e s
3
.
-·· '
:.
..
' ..
.
Work force percentages unavailable; _populatiQh ·.p efeentage used ·•.
4
..
.
.
· Filipinos included with Asians

I-'
I-'
I-'

APPENDIX D
GAINS IN EMPLOYMENT FOR WOMEN AND MINORITIES
-...'::11,

r" .,-.,. '
~

-..

t

.~t•itj
•\:~

+

..

\;".

.,,,.}·.

.:...~,;, ,
~

.....

~j;:.~),\)... ...
~

.•1:

'f.,, ...
. ,....&~--.~
·"·1

*~\

· :-i.-~V.l_t, ~

~: . ·--~,,1_•:
'•f,\
j~~-·:.i. _.,t"~_
~

).":'.",uk.,~, '

I:

•. ,,. ..

,. ,

~. ·;~;_,:~.·.
.•-f..·
r'kr4_ • .;--· ~ ·..1t.;,.
~..,,;
t.,,

li.j,'t_.

• ·'I'

,.,

~1--

!,~

C

-<' ~-

·.. 11-,-

'">,

I

f-'
f-'
f-'

/

.

: 1.

1,I

.. ,

_.~

'· TAilU: 2

SA~TA CLARA COUNTY FULL~'I'UIE EMPlOYEE DISTRIBU'l'l'.ON

v

BY SEX, ETHNIC GROUP, JOB CATEGORY
AS OF DECE}lBER 29, l 97fi
jQ3

CATC:GO:',,.':S

FE:-~:.,1_;:

MALC: · ·

10TAL

. ,\-

~~

•

J

82 0
•

14q

-

I

4fi.3

l 4R. 7

678

~

lf>i~

"·

! 53, 7
!

~37 R)

I

YJ7.5) (37.S)(l.&)

·I-7.R I

.j

! c l. C

I

.
23·- 1 ... "
.> .•

I I

R601

I
I

-,-_._:<;
.l ~ J. · ,,~

_;l ·

,

.

·
FC:? :.:L:~. l : (":;,:

r1-412

·.
·

1
~)5'-'

L, ": .

-.. ·.1 ~µ -~ t ·

~~,t;:;,}~ .- \
*

J

I IKo. I I

172 l2R4
l3R

300

3

14
( o. 9) ( 4. 3)
5R
l 9)

I

22

J

I

1·

1·

i,

l 57

.. - - -

3.'..12
,42.!iA
1')7
..
, ?
J3.,.., '\, (..;_.0
_ (.?
-: _.Q '\.

R'

·

I

fi2

j

·••·.

:"tLt, ·•

·7,;

'

I

·1

:.h ... 5,
I

33

.. . _I

.

... ·1.·

Ce) - Less t~~n O.i%

l

I

I o.

l

(

)
:I:
I I
R

I 0.3)

zc; -,-2R

,·

C0.3)

11

7

I

I

i

37

I 2 24

·1

(0. 7) j(0.fi)

1c

I

5

l

4
J

(e)

I. . 1

76

lf>

(n. n (C' •

R

~

Ih I

IjCl.4
5 i
°' 1

3

I

"'

7

3G

Ic/6)1I
I

4R ,.'r. 57... ·,
(0 . 5,' .,~·.c.

, ... !I

1- - c.

· · 6' j
't,

'\-;ci·e

·.

I i 4. 5 I

I •·
I •· 2 • 3
I

" 3

un.:.i·-loil,:::le
fc,r t}:~sc 0f"tc~ps. .
.

:;~~c: fig~rcs incll1de Transit Di~t~ict e~p Joyees

·-/

I

9

I
I
I

j·

3

I

I

4

I .:, I

:-:-:1r:·

l:o.

6)

f:~~:)

I ( 1. R)

·I!
·1I

I -266

2.:.4
(R.
4)
I: (R.4)
15 ES
i
15 ES

!

(8.6)

i

I
Ii101.2)
01.2)

'

li2

[

111

187.-

103.4)

I, (1.5)
8
157

! 05.3)

.!

I;

(21.?)
548-

f,Q

(2!.6)

(2~3)_

56
\(15.7)

Ii

If\

1, '

f,

i
( 9.
f,)
I! <
9 .f,)

I
I

2•

Fer.'1 i ·

31

i

: :. .
k:-_3 ; I
I1·.... · I1, .,.3)
2Q
,. r"\

m::o"ITIES

Ii111 (21.6)
li 2

5 "\

IIii

1
!

<1.2),

.,

6

I

(0. 2' ( l; :·, .

i .'.

·

I

F-

~

2

34...
36
·.., • \
'.,.~.: ... :- . ,_.l) (0 . .>)
(0.~/ 'I,

I

1· 53

.\ L 5
,.1.,. /

1155
, /?210
( 1 ... '\

744

I

!

I Ic1.c)
I
,.

234

1·

I _,,J.T

R

0.21 /09 . 3\~,'\.1,

~ '.

I

(0.4) (0. ~·, J(C.41

· C0.6)

. Cl.7),

[

.
0 '.
(0
co_.. 2} (C.E'
cc.c (J.
Cl."'.
1:0.&)

3

!CO. 7)

-,

.

TCl'AL

OT:iER

(0.5) U'J .4) ( G.3 '> l<O.?.)

1
1
(0.2)
co.2)

5
(1.0)
c1.o)

13

i 2 '.) i 7
ll
Ic2.5' lco.f.) co_.<;)

,·

1 -

. ..1,

5

3)

I
II

17

I

5

4

i

Fif·.:re ·s t:::-.:j ~rt ;:-~--,-ulatlon
pt:!rcelltu;,es sinzc 1~72 \,;,::-;:f o rc ·c •l-h•r.cent.Ar,<>
.

I

8

93

I ( l. 3 '. !( l 3 • 3 '. , ( r . 3 ~ . ( 3 • 0)

fiRO
(2.3,'t (r,. . -:.\

'-·- l -,n,_. ".
.. f

I

Ico.9) I I I

33R j

(1e,.:.·1 ·

37

· •·.•·

· t' 36:,t •!1

I

FILIPI:•:O

:-:2Ict·~:-:--..~: :_ C

1

~(2.Q) (3.0)

1113 I

I lC3

(!,.5) Clo . 0

Cf..o'

:.:..01 O3 . F.

93

33 1 7Q

7Cl'

295

I

3)

l 88

I

3; . (3. l)

(l.?~

us::

I

1
11
2
( 3 • 4) co . 6) (0.
( o. 3)

l

3
R2 I · 5
co.~)-(15.R)(l.O)

Ii,xq" ,, 9 I
( 7 0 .f, \ ( 0.

I

I

~7
0. 5)
CL&) (ES.7) /a_.1)_ c2.o) c2.o) <0.1) (o.5)

20
, .
23 . 7) (39-.2H2 -. R)

~:..3).

) J c ' ~-;-. ,,...,

l

i·:110. -F::~ :1!,::•

: :-:-·•c :

cv~·:; f":· c-~,_. ._

~

r
'>5.0

:-h~r.-l:!:~;le

22

52n

I

3,') A

•

p;..:-~:: r~~~/-.·~,~: :1 C -: ,~.

I

I I .

1· .

522

I -.: ..: ' 3,. !. )

. J, 35fi _ 1on.0

I-----, I

4~ l (L£L

I
I

441

I

I 51

1:404

1

i 51.3

713

I

52
4
y -, 2 • 4) : (1 r,. 1 )( 1. 2)

j 1177

ASI/~..;

:-i.J~e . Fc-:~ 1:.c

l

I 233
0

A:SlC:R.ICl~-:
IN!llA:J

S~1R:-:,.\:·1£D

I

h·c::1-~lc

1·
3fi2 I 36
15
91.5 __ 44 . 1 <l.5 _rci.CJ) L(fi.9) /2.9)

2R3 • 3.9. 0
19R

1

I . I·
II :

474

-

I

58

f

I

I

1

sr,.:as i

JLAC:;

I

:-i:le

:>

I I . I.

2fi4

I

I I.

!-~:)

·~

1-:iITE

352

(11.9)

llL.2

1310
( 13.{J)

\01.3)

i

I

I

i ., iI
1,

138'

: ( 30 . .!i)

23.

-

~-

-;.~

0.4

0. 6

0. 7

I

20. ·
1;

I-'
I-'

w

~~

t
.,

•

;,.

z

0

H

E-1

:::,
~

:x:

CQ
H
~

E-1

H

Cl)

Q

H

P;
P;

~
~

z~

,<

Q

:>-i
0

H

P;
~
~

,, ,, It•;,
.

~

AT!AINMENT OF DEPARTtENT BY JOB CATEGORY
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· (As of July 2, 1976)
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APPENDIX G
EQUAL EMPLOYMENT
OPPORTUNITY COMMISSION
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C
State and Local Repc;,rting Committee
2401 E Street, N.W.
Washington, O.C. 20506'

EEOC FO.RM.-164., STATE ANQ _LOCAL· GOVER,"1~ENT INFORMATION (~~0-4)
· ·· . if- i
:,•?".~{ •>':'

,#:,•,-'tA~~? <:;;' :~, . , ,. -

.·.·

INSTRUCTION BOOKLET -

0

0

Under· Public Law 88-352, Title VU of the
Civil , Rights Act of 1964, as amended by the
Equal Employment Opportunity Act of 1972,
all State and local governments that have 15
or more employees are required to keep records
and to make such reports to the Equal Employment
Opportunity Commission as are s~cified in the
regulations oL the Com_mission. The_ applicable
provisions of the law, ~ection 7~9(c) pf !,itle
VII, and the regulation:S issued by the Comm,ission
on May 14; 1973,
prin~ed in full in th~. Appendix (4) :to these instructions. School systems
., and education~! institutions are ·cov.e~d by (!ther
employment surveys and are excluded_ from
EEO-4.In ._ the interests of consistency, unifor.mity and
economy •. State arid Local Goverm;n~nt !{eport
EEO-4 is being utilized by Fede.raf governme~t
agencies that have_ responsibilities with_ i-espe9t
to equal employment_.opportunity. A jo!nt Staie
and Local Reporting; Committe!?. with_ which this
report ,' must be . filed repr~sents these various
c Federal agencies·. In addition, ,!,hi1i rep9,rt stio~lcl
bring about uniformity in_ State and•·local government recordkeeping and reporting and shoul~
serve as a valuable tool for use by the p91itical
jurisdiction~ in evaluating their own internal' programs for insuring equal employment opportunity.
As stated above. the filing of Report EEO-4
is required by Jaw; it is nor voluntary. Under
Section 709(c) of Title VII. the Attorney General,.
of the United States may compel a jurisdiction to . ·_ .
file this report by obtaining an order from a United
States District Court.

ar~

•

,

1-. WHO MUST FILE

Those who must file this report include ( 1) all
States: (2) all other political jurisdictions which
have 100 or more employees~ and (3) an annual·
sample of those political juris~ictions which
have 15-99 employees. The sample is rotated
annually, so that none of the smaller jurisdictions
will be required to file in consecutive years and
all will be required to file in their turn. Sampled
jufisdictions·, will be informed by. rec~ipt _of the'
that, they have been selected to<repoit in a
particu~ar year.

forms

.

~

·.

2. WHO M_UST KEEP RECORDS - __ _

Every political jurisdiction •with 15 or more
employees must make and keep records and statistics which would be necessary for the completion
of Report EEO-4. as set forth in these instructions.
Records must be kept for a period of 3 years.
See regulations 1602.30 and 1602.3_1 in the ·
Appendix (4).
Although the EEO-4 report requires the combining of agency data to complete the r~port,
separate data for each agency must be ma_intained
either by the agency itself .or by the· office responsible for preparing the EEO-4 report. and
should be available upon request to representatives.
of Federal agencies.
3. HOW TO FILE
States should file a separate - form for each
function performed. maximum of- 15 separate
forms, for' each Standard Metropolitan Statistical
Area (SMSA), and a maximum of 15 f~rms for

r

118
the rest of the State, covering all employees not
employed in an SMSA. State reports should ·
cover , state ii employees only. Where SMSA's
cross State lines, . the state is responsible only
for. that" state'~' employment in that SMSA.
Recipients below the State level (county, city,
township, special district) should file one form for
each function listed on page l of the form (if that
function is performed), for a maximum of 15 forms.
Jurisdictions should report only persons working
for the jurisdiction;·
.Where interstate, intercounty, etc., boards,
agencies, commissions, or other type special
district governments exist, the forms should be
submitted by the headquarters of the special
district.
Blank forms will be sent to a central· office for
the political jurisdiction. In those jurisdictions
where all d~ta are available at a singie location,
forms may be completed by the central office.
Where data are not available _centrally, figures
. should _be obtained by. the" central office from all
agencies and aggregated into the proper forms by
functions. [In both cases, a list of all agencies
covered should accompany the forms.] Enclosed with the forms is a summary page on
which yqµ are requ_ested to check those functions
for which you are ·submitting completed reports;
functions for which you are not reporting; and
functions , for which you will be reporting at a
later date. This: will facilitate our own recordkeeping, and · minimize unnecessary follow-up
correspondence. ·
The summary fo~ a1so contains a provision
where one official can certify as to the accuracy
and completeness .of .the entire report from the
jurisdiction. If such certification can be and is
made by one official, a separate signature on
every form will not be required. _
The fact that a branch or agency of a government
has separately elected officials, or is autonomous
or semiautonomoi.ls in its operations does not
affect the legal status .of the ·jurisdictions, nor
the requirement·. that EEO-4 cover the entire
jurisdiction. To the extent feasible. the report
should cover all branches of the government. In
any cases where that is not feasible, and data are
not available to the central office of the government, a list of agencies and addresses not included
should accompany the report.
0

In all cases, the original and 1 copy of all completed forms must be returned in one package.·
4. WHEN TO FILE
This arinu~I report must be filed with the Equal
Employment Opportunity Commission no later
than September 30th. Employment Figures should
cover the payroll period which includes June 30.
5. WHERE TO FILE
The completed reports (in duplicate) should be
forwarded to the P.O. Box indicated on the
EEO-4 form. All requests for additional .report'
forms should also be directed to this address.

6. REQUESTS FOR INFORMATION AND
SPECIAL PROCEDURES
. · ,An employer who claims that preparation or the,_
filing of Report EEO-4 would create it'ndue hard- ,,,
ships may apply to the Commission for a special
reporting procedure. In such cases, the employer
should submit in writing an alternative proposal
for.· compiling and reporting information to the
EEO-4 Coordinator, Equal Employment Opportunity Commission~ 2401 E Street, N.W.~ Washington, D.C. 20506.
·
Only those special procedures approved in writing by the Commission are authorized. Such authorizations remain in effect until notification of
cancellation is given. All requests for information
should be sent to the same address.
7. ELECTED AND APPOINTED OFFICIALS

Section 701(f) of the Equal Employment Opportunity Act of 1972 contains an exemption for
elected and certain appointed officials that is set
forth in definition of "employee" in Appendix 1.
Based on the legislative history of Section 701 (±),·
the General Counsel of the Commission has ruled
that this exemption was intended by the Congress '
to be construed narrowly. This ruling concluded
that only the following persons would be included
in the exemption:
(1) State and local elected officials.
(2) Such official's immediate secretary. administrative, legislative, or: other immediate
or first-line aide.
(3) Such official's legal advisor.
(4) Appointed cabinet officials in the case of
a Governor, or heads of executive depart.ments in the case of a Mayor or County
Council.
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No other persons appointed· by an elected official
are exempt under this interpretation. In no case is .
any person exempt w.ho. is appointed by ai;i appointed official,_· whether or not the latter is himself
exempt. Furthermore, as specified in Section 70 I (t),
the exemption does not include employees subject
to the civil service laws of a State government,
governmental agency or political subdivision.
8. CONFIDENTIALITY

All reports and information from individual
reports are subject to the confidentiality provisions
of Section 709(e) of Title VII, and may not be
made public prior to the ins!itution of any proceeding orider Title Vf[ HoWev'er;".aggregate data
mayJ;>~_made public:i~.a maryp.,~f~? as not to reveal
any .pirtfcular jurisdiction's· statistics.
. .
INSTRUCTIONS ON
HOW TO PREPARE INFORMATION REPORTS

Definitions of Terms and Categories are
Located in the Appendix
SECTION A-TYPE OF GOVERNMENT'.

Check one box indicating type of government.
SECTION B-IDENTIFICATION

Indicate the name ·;~d -~ent:;al mailing ;ddress
of the governmental jurisdiction)f different from
address label in top margin.
SECTION C- FUNCTION

The forms,,, are mailed. ,,in sets of 15, with a
different function marked on each form in a set.
Please use the appropriate
for each function
for which you are creporting. The data shoulrl be
aggregated for all agencies_ performing a particular
function. This also applies to unspecified functions,
which are .. to be to~bined on one report marked .
·number 15, ••othef:•• State education agencies,
· both agencies covering elen1entary and secondary
schools and those covering higher education, should
be included in Function 15.
If an agency's activities cover more than one of
the form's specified functions, those activities
should be separated and reported under separate
functions, where it is feasible to do so. Where the ·
political jurisdiction is unable'to make.such separation of data, the agency should be reported under
the function that represents its dominant activity.
0

form

For example: if a transportation department includes among other functions street~ and highways
and two-tpirds ofthe employees of the dep~rtment
are ~ngaged in•str~et-and-highway activities, those
' employees should be separated out -and reporte~
separately if feasible. If not, the entire department
should be reported in Function 2, Streets and
Highways. In no case, should more than one
function be reported on a single form.
To each report, attach a list giving the. name and
address of aH agencies covered. If the data for any
agency or branch of the government cannot be
supplied by the central office of a jurisdiction,
attach a list with the name and address of each
agency not included.
SECTION D-EMPLOYMENT DATA
JUNE 30,,,

AS OF

For purposes of this report, a person is an em- ·
ployee of a political jurisdiction if he is on the
payroll of that jurisdiction, regardless of the source
of the funds by which he is paid.
1. FULL-T™E EMPLOYEES

(For detailed explan~tion ofjob categories and
race/ethnic. identification, see Appendix.)
Employment data should include total full-time
employment except those elected and appointed
officials specified in section 7 above of these
instructions. Where employees receive , separate
salaries or payments from two or more jurisdictions, but work full-time for one juri~diction, they
should be counted a~ full-time employees by that
jurisdiction, and to the extent possible their annual
salary should reflect their total· earnings from all
jurisdictions from which they are paid. Also, where
a person is a full-time employee of a jurisdiction,
but is employed in more than one function, he
should be reported for the function which accounts
for most of his. work-time. Trainees should be
counted in appropriate columns by job, salary,
race, and sex.
a. Race/Sex Data-Columns A through L should
reflect employment for the_ categories indicated.
Every employee must be ac;counted for in one and
only one of the categories. Definitions are included
in the Appendix (2).
b. Occupational Data- Employment data should
- be reported by annual salary within job category.
Report each employee in only one job/salary
category. In order to simplify and standardize the
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method of reporting. all jobs are considered as
belonging in one of the broad occupations sl}own
in the 'table: "t'o assist you in_ deterinining how to
place your jobs within the occupational groups. a
desc,ription of job categories with examples,foliows
in the Appendix ·(3). The list of examples is in no
way exhaustive. *Total Line- Report total employment for this matrix; as well as column totals.
c. Annual Salary- Where employees are paid on
other than an annual basis, their regular earnings
in the payroll period including June• 30, except for
overtime pay which is not regular and recurrent,
but including all special increments that are part
of their .annual earnings\ should be expanded and
expressed in terms of an annual income.

2. ~JJI~R ~IIAN, FIJb~-n~~'rf~PL<?~~t~
Emprdyment ctata should include' all employees
not included in the full-time matrix. except those
specifically exempted (see Section 7, Elected and
Appointed Officials). Where employees are working
part-time for different jurisdictions, and are on
separate payrolls of different jurisdictions, they
should be reported as part-time employees of the
separate jurisdictions. Persons on the payroll of
the jurisdiction for a specified temporary ~ppointment, such as the public employment program,
should be included in this category.
*Total Lin6~Report total employment for this
matrix, as w~Ifas column totals.
3. NEW HIRES DURING FISCAL YEAR

Include those employees who were hired during
· the fiscal year into permanent full time positions
but who may have terminated employment prior
to the end of the fiscal year. New Hires are included in Section D-1 if they were full time
.employees at the end of the fiscal year. Total
Line-Report t<;1tal employment for this matrix,
as well as column totals.
REMARKS

Include in:rhis sectiOJ! any rema,rks, expl~nations,
or . other . pertinent information regarding this
report.
NOTE: List here the National Crime Information Center (NCIC) numbers assigned by the U.S.
Department of Justice to any criminal justice
agencies whose data are included.
CERTIFICATION

. The report must be certified and signed by an

official responsible for the information, unless this
. report has been included in those certified and·
· signed for on the summary page accompanying and
submitted with the completed forms.
·

APPENDIX .

1. Dc.FINITIONS APPLICABLE TO All•
EMPLOYERS,:.
a...Commission" refers to the Equal Employ-

ment Opportunity Commission established under ,
.Title VI I of the Civil Rights Act of 1964.
b. "Employee" means an individual employed
· by a political jurisdiction, who is on the payroll of
that jurisdiction, regardless of the sou~ce of the
funds by which he is paid. The following is .an
exception from the definition, subject to the interpretation in Section 7 above of these instructions:
The term ..employee" shall not include any person
elected to public office in any State or political
subdi.vision of any St~te by the qualified .voters
thereof, or any person _chosen by such officer to
be on such officer's personal staff, or an appointee
on the policymaking level or an immediate adviser
with respect to the exercise of the constitutional.
or legal powers of the office, The exception set
forth in the· preceding sentence shall not include
employees subject to the civil service laws of a
State government. governmental agency or political
· subdivision.
c. "Full-time Employees"-Persons employed
during this pay period to work the number of hours
per week that represent regular full-time employment (excluding temporaries and intertnit.tents}.
d...Other than Full-time Employees .. ~ Persons
employed during this pay. period
a part-time
basis. Include those daily or hourly employees
usually engaged for less than the regular full-time
work week, temporaries working on a season.al
. basis (whether part-time or full-time) or hired for
the duration of a particular job or operation, including public employment programs, and intermittents.
e...i",Iew Hires During Fiscal Year•~- Persons
both with ai,d without previous experience and '
transfers who were hired for the first time in this
jurisdiction or rehired after a break in service for
permanent full-time employment.

on
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2. 'RACE/ETHNIC IDENTIFICATION

An employer may acquire the race/ethnic informatio~necessary fo~ this sectiC>n eit~~r Q~ visu!l
surveys ofthe work for~e.orfrom post-e~ployrnegt
records as to the identity of employee.s, An employee may be included in the minorit_y group to
which he or she appears to belong, or is regarded
in the communjty as belonging.' ·
Since visual surveys are permitted, the fact that
race/ethnic identifications are not present o~ ~gency
records is not an excuse for failure to provide the
data called for. However, although the Commission
does not encourage direct inquiry as a method of
determining racial or ethnic identity~ this method
is not prohibited in cases where it has been used
in the past,,or where other metho<;fsi_af~l~oi practi~al, provided it is not used fQi purpo'ses of
discrimination.
. .Moreover, the fact that employees may be
located at different addresses does not provide an
acceptable reason for failure to compiy with the
r:eporting requirements. In such cases, it is recommended that visual surveys be conducted for· the
employer ·by persons· such as supervisors who are
responsible for the work of the employees or to
whom the · employees report for instructions or ·
otherwise.
Please nete that the General Counsel of the
Commission has ruled, on the basis of court decisions, that the-Commission has the authority to
require the racial and ethnic identificatio11 of empl~yees, regardless of any possibly conflicting state
or local laws.
.
·
The concept of race as used by the Equal Employment Opportunity Commission does not denote
clearcut .· scientific definitions of anthropological
origins. For the purposes of this repQrt, an employee may be included in the group t~ which he
or she appears to belong, identifies with, or is
regarded in the community as belonging. However,
no person should be counted in more than one
•
I
race/ethnic category.
NOTE: The category "Spanish Surnamed.. ,
while not a ··race identification, is included as a
separate ethnic category because of the employment discrimination often encountered by this
group; · for this reason ·do not include Spanish
Surnamed under either ··white.\'f or ..blackt'.

For the purposes of this report, th.e following
group categories will be used:

a. The category •~White"; include persons of
Indo-European descent, inclucling Pakistani
and East Indian.
b. The category .. Black": include persons of ..
African descent as well as those identified
as Jamacian, Trinidadian, and West Indian.
c. The category ..Spanish Surnamed": include
all persons of Mexican, Puerto Rican,
Cuban. Latin American or Spanish descent.
d. Th,,. category .. American Indian'~: include
persons , who identify them:selves or are
known as such by virtue of tribal association.
e. The category ..Asian American.. : include
persons of Japanese, Chinese, Korean or
Filipino descent.
f. The category 0ther": include Aleuts,
Eskimos, Malayans, -Thais ?-nd ~thers not
covered by the specific categories on the
0

form.
3. DESCRIPTION· OF ,JOB CATEGORIES

· a· Officials ,and' Administrators: Occupations in
which employees set broad policies, exercise overall resp~nsibility for execution of these policies,
or direct individual departments or special phases
of the agency's operations, or provide. specialized
consultation on a regional, district or area basis.
Includes: department heads, bureau chiefs, diyision
chiefs, directors, deputy directors, controllers,
examiners, wardens, superintendents, sheriffs, police and fire chiefs and, inspectors and kindred
workers.
b. Professionals: Occupations which require spe• ·
cialized and theoretical knowledge which is usuaily
acquired through college training or through work
experience and other training which provides comparable knowledge. Include~: personnel and labor
relations workers, social workers, doctors, psychologists, registered nurses, economists, dieticia~,
lawyers, system analys!s, accounta!}tS, engineers,
employment and vocational rehabil!tation counselors, teachers or instructors, police and ,fire
captains and lieutenants and kindred workers.
·
c. Technicians: Occupations which require a
combination of basic scientific or technical knowledge and manual skill which can be obtained
through specialized post-secondary school education or through equivalent on-the-job tr?ining.
Includes: computer programmers and· operators, draftsmen, .surveyors., licensed practical nurses,
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photographers. radio operators, tec.hnicaJ illustrators, highway technicians, technicians (medical,
dental, . electroni<;, physical sciences), .. assessors,
inspe~t~rs/r,9lic~ 'artd -fi;!'''sefgeJnts and kindred
workers.
d. .Protective Service Workers: Occupations in·
which workers are entrusted with public safety,
security and protection" from destructive forces.
Includes: police patrotofficers, fire fighters, guards;
deputy sheriffs, bailiffs, correctional officers, de-tectives, marshals, harbor patrol officers and kindred workers.
e. Paraprofessionals: Occupations in which
, worker;~"perform ·.some of the ·duties of a profes. sional or tech:µici;m in a supportive role, which
usually, req~i~}e;s .formal trai~ing and/orexperience ftohniliftJqriiredfor professional or technical
status .. Such positions may fall within. an identified
pattern of staff development and promotion under
a ..New Careers" concept. Includes: library assist~ ·
ants, research assistants,. medical aides, child sup- ·
port workers, police auxiliary, welfare service
aides,/ recreation assistar1ts, homemakers aides;
home health aides, and kindred workers.
f. Office and Clerical: Occupations ,in which ·
workers are responsible for internal and external
communication, recording and retrieval -of data
·and/or information
other paperwork required
in an office. Includes;: bookkeepers, messengers,
office machine'.: operators, clerk-typists, stenographers~. court transcribers, hearing reporters,
statistical clerks, dispatchers, license distributors,
payroll clerks and kindred workers.
g. Skilled Craft Workers.: Occupations in which
. workers.perform jobs which require special manual
skill and a thorough and comprehensive knowledge
of the processes involved in the work which is
acquire.cl through on-the~job training and experience
or through. apprenticeship or other formal training
programs. In,cludes: mechani~s and repairmen,
electricians, heavy-equipment operators, stationary
engineer;, skilled . machining occupations, carpenters, compositors and typesetters and kindred
workers.
'
h. Service-Maintenance: Occupations in which
workers perforrn duties which result in or contrib. ute to the comfort, convenience, hygiene or safety
~f the gerieral public or which contribute to the
upkeep and care of buildings, facilities or grounds
of public property. Workers in this •· group may
operate machinery. Includes: chauffeurs. laundry

and

and dry cleaning operatives, truck drive.rs; bus
drivers, garage laborers, custodial personnel, gardeners and groundkeepers, refuse collectors, construction laborers.
4. LEGAL BASIS FOR REQUIREMENTS

Section 709(c), Title VII, Civil Rights Act of 1964

(As Amended· by the Equal Employment Opportunity Act of 1972)
Recordkeeping; reports

. Every employer, employment agency, and labor
organization subject to this title shall (1) make and
keep such records relevant to the determinations
of whether unlawful employment practices·· have·
.been or are being committed, (2) preserve such · ·
records for such periods, and (3) make such reports
· therefrom as the Commission shall· prescribe by
regulation or order, after public hearing, as reasonable, nece~sary, or appropriate for the enforcement
of this title or the regulations or orders .thereunder.
The Commission shall, by regulation, require each :
employer, labor organization, and joint labor.management committee subject to this title which
controls an apprenticeship or other training program to maintain such records as are reasonably
necessary to carry out the purposes of this title,
including,.,_but . not limited. to, a list of applicants
. who wish to participate in such program, incltiding
the chronological order in which applications were
received, and to _furnish to the Commission upon·
request, a detailed description of the manner in
which persons are selected to. participate in the
apprenticeship or other training program. Any
employer, employment agency, labor organization,
or joint labor-management committee which believes that the application to it· of any regulation
or order issued under this section would result in
undue hardship may apply to the Commission for
an exemp'tion from the application of such regula~· ·
tion or order, and, if such application for an exemption is denied, bring· a civil action in the United
States district court for the district where such ·
records are kepL If the Commission or the court,
as the case may be, finds that the application of
the regulation or order, to the employer, employment agency, or labor organization in question
would impose an undue hardship, the Commission .
or the court, as the case may be., may grant appropriate relief. If any person required to comply with
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the ,provisions of this subsection fails or refuses to'
do so, the ~,rpted States ?i~trict court for the
district in which ··such persoiffs found, resides. or
transacts business, ~hall, tipon appli2ation of the
Commfssion, or the Attorney General in a case
involving a government, governmental agency or
political subdivision, have jurisdiction• to' issue to
such person an order requiring him comply.

to

Tille 29, Chapter XtV, Code of
Federal Regulations .
Subpart I-State and Local Governments Recordkeeping
§ 1602.30 Records ,to be::;made' or kept.

On or before Septe01.ber.~o; 1?74, and am:mally
thereafter,.''every political jurisdiction with 15 or
more employees is requir.ed to make or keep records and the info'rmation the;efro~ which are or
would be necessary for the completion of report
EE0-4 under the circumstances set forth in the instructions thereto, whether or nor.the political jurisdiction is required · to file·'·· such report' under
§ 1602.32 of the regulations in this part. The instructions are specifically· incorporated herein by.
reference. and have the same force . and effect as
other sections of this part. 1 So.ch records and the
information,tlierefrom shall be retained at all times
for a period of 3 years at the central office of the
political jurisdiction and. shall be"rnade available
if requested by an officer. agent, or employee of
the Commission under Section 710 of Title VII,
as amended. Although ag~ncy data are aggregated
by functions for purposes of reporting, separate
data for each agency must be maintained either by
the agency itself or by the ,office of ihe political
jurisdiction responsible for preparing the EE0-4
fonn. It is the responsibility of every political
jurisdiction to obtain from the Commission or its
delegate necessary instructions in order to comply
. with tbtt;eqtlitemenls 'of th1~ section.
·. '
§ 1602.3

i' Preservation of records made or kept.

(a) Any personnel or employment record made ·
or kept by a political jurisdiction (including but
not necessadly limited · to application fomis' submitted by applicants and other records having to
do with hiring, . promotion, demotion, transfer,
1 Non:.. - Instructions were published as an appendix to the
proposed regulations on Mar. 2, 1973 (38 FR 5662).

.

I

layoff or tennfoation, rates of pay or other terms of
compensation, · and selection for training or apprenticeship) shall be preserved by the political
jurisdiction for a period of 2 years from the date
of the making of the record or the personnel action
involved, ·~hichever occurs later.
the case of
involuntary termination of an employee, the personnel records of the individual terminated shall
be kept for a period of 2 years from the date of .•
tennination. Where a charge: of discrimination has ..
been filed, or an action brought by the Attorney
General against a political jurisdiction under title
VII,. the respondent political jurisdiction shall
preserve all personnel records relevant to the
charge or action until final disposition of the charge
or the action. The term "'personnel record relevant
to the charge." for example, would include personnel or employment records relating to the .
person claiming to be aggrieved and to all other
employees holding positions similar to that held
or sought by the person claiming to be aggrieved; ·
and application fonns or test papers completed by
an unsuccessful applicant and by all other candi-dates for the same position as that for which the
person claiming. to be. aggrieved applied and was ·
rejected. The date of final disposition of the charge
or the action means the date of expiration of the
statutory period within which a person claiming to
be aggrieved may bring an action in a U.S ..district
court or, where an action is brought against a
political jurisdiction either by a person claiming to
be aggrieved or by the Attorney General, the date
on which such litigation is terminated.
(b) The requirements of this section shaH not
apply to application forms and other preemploy- ·.
ment records of applicants for positions known
to applicants to be of a 'temporary or seasonal
· nature.

In

Subpar!_ J -State and Local Government Informa: tion Report .
,,
§1602.32 Requirement for filing and preserving
copy of report.
(a) On or before September 30, 1974 and annually thereafter, certain political jurisdictions subject
to title VII of the Civil Rights Act of l 964, as
amended, shall file with the Commission or its
delegate executed c'opies of ••state and Local
Government Information Report EE0-4" in con- ·
formity with the directions set forth in the form and
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accompanying instructions. The political jurisdictions covered_byJhis regulation are (1) those which
have 100 or'mor~. employees, and (2) those other
political Jurisdictions whkh have 15 or more
employees from whom the Commission requests
the filing of reports. Every such political jurisdiction shall retain at all times a copy of the most
recently filed EEO-4 at the central office of the
political jurisdiction for a period of 3 years and shall
make the same available if requested by an officer,
agent, or employee of the, Commission under the
authority of Section_ 710 of Title VII, as amended.
·- (b)-For ~alendar year 1973, the requirements of
paragraph (a) of.•this section.·shaU be carried out
- on or before October 31,. 1973;:° ·

~-- I 602.3.3 . Penalty for making of willfully false
statements oi:t"report.
The making · of willfully false statements on
report EEO-4, is a violation of the United States
Code, Title 18, Section 1001, and is punishable by
fine or imprisonment. as set forth therein. .
§ 1602.34

Commission's remedy for political jurisdiction's failure to file report.

Any political jurisdiction failing or refusing to
file report EEO-4 whep required to do so may be
compelled to file byrorder of a U.S. district court,
upon ~pplication of the 'Attorney General.
1602.35 Political jurisdiction~s exemption from
· reporting requirements.

. exemption from the requirements set forth in this
part by submitting to the Commission or its delegate
a specific proposal for an alternative reporting
system prior to the date on which the report is due.
1602.36 Schools exemption.
The recordkeeping and report-filing requirements
of subparts I and J shall not apply to State .or local
educational institutions or to school districts or
school systems or any other educational functions:
The previous sentence of this section shall not act
to bar jurisdiction which otherwise would attach
under § 1602.30.
§

§

1602.37 Additional reporting requirements.

The Commission reserves the right to require
reports, other than that designated as the "State
and Local Government Information Report EEO4," about the employment practices of individual
political jurisdictions or group ·of political jurisdictions whenever~ in its_judgment, special or sup- ·
plemental reports are necessary to accomplish the
purposes of Title VII. Any system for the requirement of such reports will be established in accordance with the procedures · referred to in section
709(c) of Title VII and as otherwise prescribed by
law.
Subpart K- Records and Inquiries as to Race,
Color, National Origin, or Sex

§

§ 1602.38

If it is claimed the preparation or filing of the
report would create undue hardship, the political
jurisdiction may apply to the Commission for an

The req~irements imposed by the Equal Employment Opportunity Commission in these regulations,
subparts I and J, supersede any provisions of State
or local law which may conflict with them.

Applicability of State_ or local law.
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APPENDIX H
NATIONAL ORIGIN DISCRIMINATION SUITS

- ,t.NA.r10N~i_'·;tjRfGiN:\.-D1sciu-M1NATiO N'-' sU1Ts·-:
.~-~-~ _,

.

..

. , . - ~·-;;,

:4 .,.-:•:\ . , ..~-.~ .. \'\ -~ , ., ~-._ . . _r:- ••t:••···•-.. ,·~

~·-· --

~,.

.. -.. :jf;~-~

..~,..J'.i\~~ ~:

.

·._ .

, ·- ·~·•-:,

-",~-. ---·BY-\'SPANISH~SPE·AKlNG-· PEOPLE· AGA'.INST -_.

~~rL Mexican-American· Con.ci!i& o(Yoli{Cciuniyv. 'eounfy o Yolo;'.::-~
:·;::origin_~ fileir'before _Isn Title VII Amehdme~ts extending
}f):-. -~PO New Oevefo~n:en~.--~ar; 532. :', ;',:: '\:-c:t~'\: ;7,;~}f{;;:?ff:f•y·):?cov.e:age to··stat: and municipal_e~ploy~es. ··
, __ _
0-~;,:~

,. California-Consent Decree aimed at bringing· administrative:/ . JO. Kirkland v. New York State Department of Correctional
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. Services, ~.20 F. 2d_420 (2d Cfr. l975)i ·
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_
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· . ..
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6. Arroyo v;·rucker 1 3~2 F~}up~: 764 {D,C. P~•. 197 4):,,_~:~·;i/:-::~~~-,
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. '· ~:'.,? :
, -, Puerto Rican's· action to COl!\Pel Philadelphia County·, to ·
15'. Vulcan Society v. Civil Service Commission,: 5 EPO,' par.
· implemen-t a bilingual electoral process.
, :' 8430, (S.o_. N.Y.J973)'.
·
, _7."'Jones v. Milwaukee County; 68 F;R.rt 638 (1975}; - ' · ·• ·
Complaining that exam procedures used, to select New York
"· ··, Blacks, Indians, and Spanish cfa;s challenging di'scriminatory ·
{:;City. firemen discriminated against Blacks and Hispanics .
. employment practices with regard to work in positions of the
16.')!enp~za V. City of t,!iami, 6 EPO, par. 8769 (5th Ci_r, i973).·
· f, classified service of Milwaukee County. .
. By ,an alien concerning discrimination against aliens in
. , - 8. Galvan V. Levine, 480 F. ·2d 1255 (2d Cir. 1973). :_,· . , - ·_ '..-··' ··:, City's employmentpractices.-hefd unconstitutional. .
•·.
Puerto Rica~' clais against in'd:1stri,al Co~imis~i'~n~/:&f New
-. 17. Nev~da Attorney Gen~ral's Opinion No" 93, 8-21-72. Nevada
York State for deni_~I of_µnem,P,Joymen! comp~nsation,.,benefits•. ·__
statute foibidding aliens from employment with the state .or
1
9~ Bridgepo~t Gu'ard-rans' 'ilc/\;FtJem~~:f6'r' ttt€Yc1~(1 se"rvice
·_ :.~a'l'fof its~supdivisions is.-a constituti~al expression of the'
; '.., . ': Commission, 497 F. 2d 1113 (2d [974).
, J · / _., •
.
principl.e or special public iplerest. wti\ch states have· in
-·'t;,· · , Blacks and 8oriqtios to'cnjoin use of mtrance·and pro~otion
·_. c,Prqtecting and conseiving resources forits own citizens. The .
' exams discriminatory on·_ the. basis of races and natio.1al
-; ,:;:,s~:):'
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n (NATIONAL ORIGIN SUITS)
-· . . -· .· - - : - -· 27. U.S. v. City of Chicago, 8 EPD, par. 9785 (N.D. ILL 197 4).
rights _of aliens under the due process and equal prote~ti~~- . · .·. · ;~·-. · ·· · Challenging hiring and promotional practices of th~ Chicago
clauses of the constitution do not clearly .override this principle.
· · ., · · Police Department - brought by women, blacks and Hisparios N.R.S. 281-060
. ._ injunction issued barring use of non-validated exams.
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· .- _ 28. Munoz v. Nichols, 8 EPD, pai. 9524 •
. -. Both State law and constitution prohibiting ali en employment ·
···· Involved recruiting, exanining and hiring discriminatory practices
in public agencies are contrary to the United States Constitution ·
___ .. ..._by Detroit Police DepartmenL Emphasis: in order for an organi·
and void. The Fourteent~ Amendment does not permit a blanket
zation to bring court action for employment discrimination,
ban on public employment.of aliens. However, where substantial
·: .: . · injuries suffered by members of the organization as a result of
reason exists, denial is proper.
_ . .. . _ .. _ . ..
challenged practice must be pleaded with particularity - must
. ... , . .. represent job applicants. . .
19. NAACP v. Civil Service Commission of San Francisc9, 6 EPD,
par. 8956.
.· 29. Ooske v. Keyes, 9 EPD, P?r. 9880 (N .Y. S. Ct. 197 4).
Blacks, ·Asians and Latinos challenging the hiring and p.romotion
Challenging the Suffolk County, N.Y. Personnel Officer's deterprocedures of the San Francisco Police Department - arid motion
.- . minati_on to appoint out of tum, three Spanish-speaking el igi bles
for preliminary injunction suspending further use of written tes ts.
. · , from the same eligibility list as petitioner's on the basis of _their ·
linguistic ability• .
. . 20. Sugarman v. Douga_ll, 6 EPD, par. ·8682 (U.S. Sup. Ct. 1973). ·
Class action challenging constitutionality of N.Y. law that f_eder·
30. Ponce v. City of Tulare, 7 EPD, par. 9061 (Cal. Sup. Ct., Tulare
ally registered aliens may not hold permanent positions in the .
Co., 1973).
competitive class of the state civil service-held unconstitutional.
Contempt of court violation of court orders allowing a preliminary
· injun.ction ·against the Tulare Police Department preventing
Miranda v. Nelson, 6 EPD, par. 8743 (D. Ariz. 1972).· ·. ·_•·:
_employment discrimination.
Miranda terminated from ~ork study because she . was ~ot

18. Arizona Attomey General's Opinion No. 73019 (R-65), 6·2·73.

•• • : ~ .. .. • r
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a

citizen - held Arizona statute unconst) tutional.

·

22. Boston Chapter NAACP v. Beecher, 8 EPD, par. 9678 (1st Cir.
1974), affirming 371 F. Supp. 507 (D .C. Mass. 1373).
· . Blacks and Spanish-surnamed alleging that standards and procedures for recruiting and hiring fire fighte;s disc·ou raged minority
· ernp._loyment. Against Bo_ston Fire Commissioner, and Mass.achu·
setts Ci vi I Service.

23. Obum v·. Shapp, 9 EPD, par. 10,059 (E.D. Pa. 1975), denial of· ·
. injunction affirmed, 10 EPD, par. 10,350 (3rd Cir. 1975).
Plaintiffs' request for a preliminary injunction enjoining State
Police from appointing, seating, training, hiring, or promoting
Spanish-surnamed individuals selected for the next train ing does ·
. as per consent decree entered in Bolden v. Pennsylvania State
Police, C.A. No. 73-2604 .,.... denied. Plaintiffs .were claiming
reverse discrimination.

24. Davis v. County of Los Angeles,? EPD, par. 9088 (C.D. Cal.
1973).
Class acti on of Blacks and Mexi can American firemen applicants
and empl oyees of L.A. County Fire Depart~1ent to increase
participation ra tes in th e fireman work force. Attorney fees.
8 EPD, par. 9444.

25. Abeyta v. Town of Tao s, 8 EPD, par. 9494 (D.N. Mex. 1974}.
Suit by former Spanish·s:Jrnar,1ed municipal police employees
· claiming t:1ey were unlawblly discharged.
26. U.S. v. City of Chic;ip,o, 9 EPD, par. 10,085 (trn. Ill. 1975).
Blacks and S;,;inisll-speakin g cla$S alleeinr'. thol the city was
using kderal funds it hild and would receive to finance its police
depar tment wh ich in turn w:is gu ilty of r:ici ally discriminatory
empl oyment and promot1 C1a policies and practices. Asking to withhold futiirc payments of revenue sharing funds until city comp lied
with law.

31. . Hernandez v. Gray, 530 F. 2d 858 (10th Cir. 1976).
Against City of Artesia, New Mexico charging discrimination in
hiring, promotions, transfers and job security. Dismissed.
32. Chicano Police Officers' -Ass'n. v. Stover, 526 F. 2d 431 (l0L~
Cir. 1975).
Chicano employees _of Albuquerque Police Department alleging
that defendants empl-oyed hiring and promotion procedures including tests and other job criteria which are not substanti a!! y
related to job performance and have the effect of exc! udi ilg
-Chi canos from employment and promotions in the Departn ent.
Dismissed, vacated a11d remanded. Class termed as •chicanos" . .
33. LU LAC v. City of Santa Ana, 410 F. Supp. 873 (C.D. Cal. 1976).
Alleging discrimination by the City of· Santa Ana in the proces s
by which po.lice officers and firefighters are selected for employ ment; the recruitment practices; use of California Short Form
Test of Mental Maturity; use of Fire Aptitude Test; he igh t requirement; and high school requirement. Court would issue a hinng
order which would have the effect of eliminating the effects of
past discrimination, but would not issue one wh ich i':,Ju id
necessaril y bring the number of Mexican Americans serving as
policemen and firemen to the same level as the perce11t£1i;" of
Mexica;i Americana in the gen era l population of the city.

34. Gu erra v. Board of Trustees of the Cal i f. State Univ. and
Coll eges, N. D. Cal., C.A. No. C·l 5-00-17 WHO
Challengi ng termination of employment shortl y after filing of
EEOC complamt; hiring and promotion discriminat1on;·and ot'.ier .
discriminatory employment practices. On September 11, 19 /~, a
class wa s certified to be composed of past, present, and future
faculty members of California Polytechnic Univ., San Luis
Obispo, who have been , arc being, or will be discrimin Jtetl
against because of their status as Chicanos.
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AN URBAN NOT~ RURAL POPULATION

TO THE EMPLOYMENT PROBLEM

~~~~.
· - ··- • ·

·.. Percent Of All Persons And Persons Of Spanish
Ori.gin 25 Years Old And Over With 4 Years Of
·· ·· High School Or More, By Type Of Spanish Origin

:· •· ··. • 7 ·

:· . . ~ !· : . . •

- i · ·•.· -:

... ,

The Spani sh origin popu lation is an
urbai not a rural one, with 83% of
Spani sh-speaking/Surname popula tion
living in urban areas. Only 68% of the
total U.S. population lj ves in urban
areas.

..

March, 1975

. . . • 4 , ·..: :·.· •.. : .: .. ....

All Persons

63"/o

· Total Spanish .
Mexican .

Generally Spanish origin families
live on the outskirts .of suoorbs rather
than in city centers; while this does
not bear out for New York, it does for
East Los Angeles and 0U1er American
cities where Spanish origin persons
are concentrated in barrios.
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· .: ' · 1 Includes Central or South Americans and other Spanish origin.
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AGE DISTRIBUTION: ..
A YOUNG POPULATION
According to the March 1972 C.P.S.,
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KlNDS OF JOBS TIIEY DO

a-

. the Spanish origin population is
young population with a 111edian age of
20.7 years. The median age for other
persons in the U.S. is 28.6 years.
Th irle.en percent of Spanish origin
persons are under 5 years of age, compared to 8% fo-r the rest of the
population.

crafts and
operatives
41.8¾

service and
non-far:m ls.borers
23.7¾

UNE MPLOYMENT RATE:

2ND ONLY TO RATE

FOR BLACKS
The unemployment rate of the
Spanish origin for the month of June,
197 5 was 13°-o. This i s second only to
the unemployment ra te of bl acks at
15'~- Bl:icks a;idSpaiiish ongin per.sons
are becoming unemployed at a much ·
faster rate than whites during our
presen t WH;omic ·crisis.

salt!a and
cle rical
16.9¾
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